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ABSTRACT
A Comparative Analysis of the Likdy Impact of an 
Accreditation Process Between Professional Fire 
Fighters and City/County Managers
by
Mark A. Rivero
Dr. Carl R. Steinhoff, Examination Committee Chair 
Professor of Educational Leadership 
University ofNevada, Las Vegas
The fire service has evolved firom an organization whose single responsibility was fire 
suppression to an emergency services organization that provides fire inspection, fire 
prevention, fire code enforcement, fire investigations, emergency medical services (basic 
through advance life support), hazardous materials mitigation, and specialized rescue 
operations. With these increased responsibilities come some of the greatest response 
challenges in our history. Professionahsm is the key to our present and to our future 
(Strickland, R.J. 1995).
Today, the fire service is changing rapidly fi"om a purely hands on, skill-building 
career to one of a sophisticated public service that deals with hazardous materials, deadly 
structural and wild-land fires, and emergency medical situations. This study has 
analyzed the fire service accreditation process of the paid professional departments in the 
western region of the United States.
The Commission on Fire Accreditation International (CFAI) is the first fire 
service accreditation agency of which its sole purpose is to evaluate fire departments in a
m
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specialized, vocational educational setting. Also, the Accrediting Council for Continuing 
Education and Training (ACCET) is an agency that evaluates academic programs on the
institutional level such as colleges, universities and other types of post-secondary schools. 
Both agencies were examined in their evaluations of the accreditation process and its 
criteria in three specific areas: (1) finance, (2) curriculum, and (3) instructional staff
The effects of these criteria were reviewed through questionnaires completed by 
two main groups: 1) city-county managers who supervise fire departments and, 2) various 
levels of fire chiefs in paid, not volunteer departments, as the other important group.
Data were gathered fî om fire departments within the western states ofNevada, Arizona, 
Utah, New Mexico, Idaho, Alaska, Montana, Oregon, and Washington.
The results of the critical analysis of CFAI and ACCET codes and those of related 
agencies were evaluated to determine if accreditation standards address the potential 
effects on the curriculum development, finance, and the instructional staff of a fire 
department. The results of the survey of city-county managers and fire chiefs were used 
to develop a profile of expert opinions regarding the adequacy and efficacy of these 
standards. The benefits of accreditation thus identified were used to recommend a model 
accreditation condition for heightened academic improvements; upgrading a fire 
department’s status; providing local, state, and national recognition; as well as boosting 
morale within the fire department’s administration and staff
IV
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CHAPTER 1 
INTRODUCTION
Every day, local elected leaders, managers, and fire chiefs are faced with decisions 
that relate to providing fire protection, emergency medical and other services for their 
communities (Commission on Fire Accreditation International [CFAI], 1999). The fire 
service has evolved fi-om an organization primarily responsible for fire suppression, fire 
prevention, and fire protection to one that is a complex multi-faceted public safety service 
dehvery system (Oceguero, 1998). Now more than ever, local leaders are faced with the 
constant pressure of doing more with less, and many local government executives are hard 
pressed to justify any increase in expenditure unless they are directly attributed to 
improved or expanded delivery within the community (CFAI, 1997; Oceguero, 1998).
This effort has been hampered by the lack of a nationally accepted set of criteria by which 
a community can evaluate the level and quality of fire, emergency medical services, and 
other services provided to its constituents (CFAI, 1999).
Instructional staff instruct from a curriculum that has been approved by the National 
Fire Protection Association (NFPA), the state fire marshall’s office, and the local health 
department. Although the curriculum has been approved by these agencies, currently 
there is no accreditation procedure or policy that all fire departments must follow that 
standardizes all classes and skills taught during an acadany to a national level.
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Specialized accreditation agencies allow for the creation of national standards to fire 
departments on both the national and international levels.
Currently accreditation is a self-regulating process, conducted on the basis of published 
quality standards, policies and procedures, and judged by an independent commission of 
knowledgeable peers. The burden of proof for meeting the accreditation standards rests 
on the institution. It must show that the curricula and educational methodologies used 
provide significant and beneficial changes in human behaviors. The institution’s 
educational mission, goals, and objectives must be demonstrated through successfiil 
outcomes realized by students and employers as they relate to competency factors 
(ACCET, 1999).
In the United States there are two types of accreditation, institutional and specialized. 
Institutional accreditation is granted by regional and national accrediting commissions, in 
evaluating quality, the accrediting agency looks at the entire institutional unit, such as 
state university or private institutions. Accreditation is awarded based upon overall 
compliance with the criteria. The college or university may have institutional 
accreditation without seeking accreditation fi-om any of the specialized accrediting bodies. 
In many cases, accreditation by a recognized institution accrediting body is necessary in 
order to facilitate transfer of credits.
Specialized accreditation is awarded to professional programs within institutions or to 
occupational schools oGering specific training skills and knowledge. Specialized 
accrediting bodies define standards of excellence in educational training programs for 
recognized pro&ssions. Well known specialized accrediting agencies include the 
American Bar Association, the American Medical Association, the American 
Psychological Association, and also the Commission on Fire Accreditation International.
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The chief officers and administrators were oAen involved in utilizing people skills and 
communication to keep pace with the ever-changing technology and development of new 
fire fighting resources. To keep up with these demands it has been necessary for 
continued training and classroom programs to be taught on a regularly scheduled basis so
that all certification and federal mandated regulations are met by all fire departments.
The chief officers and administrators of fire departments have been instructed to do 
more with less, and community leaders are faced with the pressure to justify budgetary 
increases even when their communities are outgrowing the infrastructure needed to 
support adequate public services. Their efibrts are being hampered by the lack of a 
nationally recognized set of criteria that can be evaluated either individually by 
department or an outside organization as a whole.
The National Fire Protection Association (NFPA) has been establishing standards for 
the fire service since 1896. Some agencies provide for a systems review such as the 
Commission on Accreditation of Ambulance Service (CASS) The Insurance Services 
Office (ISO) provides a grading system which measures fire service, and this is used 
mainly for commercial insurance. Although these types of measurements are indeed 
valuable and important, it is time for the fire service to evaluate its performance and 
professionalism. This can be provided by seeking accreditation fi-om an accreditation 
agency specializing in the fire service or in a vocational/technical area. This would allow 
a department, as well as other city/county management officials, to determine how their 
organization is performing compared to others of similar size and response, and how well 
they are trained to respond to public emergencies.
The International City/County Management Association (ICMA), and the International 
Association of Fire Chiefs (lAFC), executive boards have agreed in a memorandum to
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commit both organizations to the development of a voluntary national fire service 
accreditation program (International Association of Fire Chie6 [lAFC], 1988). This 
accreditation was created so that communities can define their risks, allocate resources 
based upon their missions, and achieve the objectives established for the delivery of fire 
and other emergency services to the community
Purpose of Study
Many professional organizations such as those in business, pharmacy, engineering, 
and education have developed accreditation criteria as a means of evaluating industry 
wide performance measures for both management and organizational performance. At a 
time when the fire service is under close public scrutiny due to increased taxes, budget 
fiinding shortfalls, and economic uncertainty, it is crucial that a well-defined, nationally 
recognized evaluation system that measures effectiveness needs to be established.
In these times of world wide -  international threats of terrorism, the public expects the 
fire service to provide qualified, competent and professional emergency services 
personnel. These professionals must be of the highest degree possible as well as certified 
by a recognized set of established criteria or standards. If certification systems are to be 
realistic, they must also be credible and valid. These established and recognized standards 
ofikr the professional responder a readily identifiable sense of creditability and validity by 
meeting the measures by which the professional will be judged and also certified to 
perform. Generally, these standards of criteria are peer evaluations of measurement of 
minimum standards. These are also valid components within an accredited program.
A major advantage of having an accredited certification system is national recognition. 
Another advantage is that it standardizes a defined level of performance within the fire
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
services. Accredited certifications systems identi^ programs of departments who are 
competent within the set standards or criteria (Bachtler, J.R. and Brennan, T F 1995). As 
with other professions, the fire service strives for professionalism. It must establish, 
through accreditation, the creditability and validity that only certification can ofier. 
Through accreditation and certification, the fire service establishes peer recognition of 
peer performance, based on acceptable and realistic performance criteria (Bachtler & 
Brennan, 1995).
Accreditation is a process of voluntary peer review and evaluation unique to education 
in the United States (Blauch, 1959), \Wiere post-secondary education is governed by 
private non-governmental accreditation agencies that serve as an independent validation of 
performance management for the continuous improvement of training services, for both 
internal and external assurances. The accreditation process entails the assessment of 
educational quality and the continued enhancement of educational operation through the 
development and validation of standards (CACRER, 2003). The conditions associated 
with accreditation provide credentials to the public and the academic community 
demonstrating that an institution and/or its programs have accepted and are continuing to 
meet the demands for commitment of quality education.
This study was intended to focus on and advance accreditation in a “specialized” area 
by a national accreditation agency as well as recognition by the United States Department 
ofEducation. This also would allow for special funding that is sponsored by the United 
States government for those departments accredited by the recognized United States 
Department ofEducation.
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Statement of the Problem
Currently, there are no universally accepted or established criteria for fire suppression 
required of a fire department to follow. There are, however, organizations that suggest 
criteria for training alone but they are purely voluntary and a department may elect to 
adopt all or part of those suggested criteria. This research attempted to query the 
perceptions of city administrators and/or supervisors of fire fighting units, to determine if 
the standards associated with such accreditation would affect the curriculum, instructional 
staffing, and finances among professional fire fighters in the western region of the United 
States.
Research Questions
1. What are the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the curriculum content and program areas taught at the 
fire training centers?
2. What are the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on fire department budgets?
3. What are the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the size and current instructional levels of staff?
4. What are the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the level of preparedness required of the firefighter?
Definition of Terms 
A process by which an association or agency evaluates and recognizes a 
program of study or an institution as meeting certain predetermined standards or
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
qualifications (CFAI, 1999). The essential purpose of accreditation is to provide a 
professional judgment as to the quality of the educational institution or program offered 
and to encourage continual inq)rovement thereof (ACCET, 1999).
Career Frr^gAter. A paid professional firefighter, non-volunteer, who has been 
trained to serve his/her community in fire and emergency services.
Certification: A procedure in which an individual is assessed and evaluated in 
order to establish qualifications and or mastery of required material/skills.
Chief: A director or appointed person who oversees a department of fire and 
emergency services.
A. Deputy/Assistant Chief: An appointed person who oversees divisions 
within a fire department as assigned by the fire chief.
B. Battalion Chief: A fire suppression chief who oversees the daily operations 
of fire and emergency services.
City Manager: An individual who supervises any and all departments within a city 
municipality.
Cow»(y Afizuager: An individual who supervises any and all departments within a
county municipality.
Curricuhm: A program of study that awards certification as a firefighter Level I 
upon successful completion. (This includes hazardous materials first responders, 
and emergency medical technician -  basic, intermediate and paramedic levels. Fire 
fighter also has a level H)
Funding allocated to fire training to conduct academies and required 
recertification classes for both firefighters and emergency medical technicians.
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First FgjgDOwdlgr.' An individual is trained to be the primary source of care in 
emergency services.
/mte/TMrio/za/ X&sociorioM q/^Fire CAie/k An organization for professional fire 
chiefs.
Fiterooriawz/ q/^Frrq^gAtgrs: An organization of professional
firefighters.
Instructional Staff: Personnel required to instruct those in firefighting, hazardous 
materials, technical rescue, emergency medical services and re-certification classes 
required by the fire service.
National Fire Protection Association. An organization which suggests standards 
for the fire and emergency services.
Specialized Rescues: Rescue operations which require technical certification and 
training.
Volunteer Firefighter: An individual who volunteers his/her services and skills to 
fire and emergency operations. These individuals are not compensated for their 
services.
Delimitations
This study was limited to an analysis of the judgments of administrators and 
supervisors relative to the effects on fire service accreditation. With a number of 
accreditation agencies available, this study utilized only conditions and standards of those 
agencies that are nationally recognized by the United States Department ofEducation and 
are also specifically designed to meet the needs of the fire service. Fire departments 
presently undergoing this process were also included.
8
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Limitations
The results of this research were limited by regional dimensions. The dimenâons 
were the regional states that included Nevada, Arizona, Utah, New Mexico, Idaho, Alaska, 
Montana, Oregon, and Washington. Geographically, these nine states represent a small 
portion of the fifty states that make up the entire United States. Though clearly a unique
representation of all states, the targeted groups, city administrators/managers and fire 
chiefs both reflect each respective municipality.
The two targeted groups provided a unique composition within each area of public 
service. In the fire service for example, there was a total of 616 respondents. 597 of the 
616 respondents were male and 19 were female. In the city administration/management 
group, the total was 162, with 153 respondents male and nine female. In the fire service, 
these numbers may reflect the fact that this was, at one time, an all male career field.
Significance of the Study 
Today’s fire service administration exists in an arena of professionals, including 
city/county managers, city/county councils, legal advisors, engineers, financial advisors, 
physicians, as well as educators who are all viewed as professionals, yet some do not 
accept the fire service as a professional career of occupation (CFAI, 1999).
Within a fire service organization, there are multiple functions that are required of the 
first responder. Tasks can include treating life threatening medical emergencies, fighting 
structural fires, and responding to terrorist activities and threats of weapons of mass 
destruction. Complete preparedness would almost be impossible, but through training the 
professional fire fighters are striving to become as prepared as possible.
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Education, trainii%, and certification programs need to be taught in a professional and 
structured environment. Within the fire service, training in both classroom settings as well 
as drill field settings, there needs to be a fiormal standardized process that measures a 
department’s perfiarmance related to a community’s needs.
The fire accreditation process will provide the leaders of communities with a method, 
which can determine if these services are meeting the established goals of each 
community. It is critical that a fire service organization perform an evaluation of itself. 
Though only one step of the accreditation process, it allows a department to identify what 
is actually happening within the organization and examines ways to operate more 
efficiently and effectively.
In today’s fire service organization, there are multiple ways of evaluating its services. 
With the accreditation process becoming universally recognized and accepted as a method 
to measure a fire department’s overall competency, this dissertation researched only the 
areas of curriculum, finances, and instructional staffing of a fire training center through 
the perception of city managers and fire chiefs.
It does not matter what firefighters say to each other about being professionals; they 
do not control the environment. Others control the environment in which the fire service 
exists. Until the local fire chief, on a Sunday morning news broadcast, can argue on an 
equal academic footing with the attorney, the city manager, the engineer, the physician, 
the architect, the insurance executive, and the educator, these professionals will continue 
to be those in one way or another control that environment. (Oniez & Oc%uero, 1998).
This study examined the accreditation process and attempted to determine what effects 
the criteria and conditions currently have on the curriculum, finances, and instructional 
staff within the fire service.
10
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Conceptual Framework
The overriding principle involved in establishing a certification or accreditation 
program is one of evaluating performance. The fire service has created and adopted such 
programs as the National Professional Qualifications Board, the National Fire Mechanics 
Certification System and the International Fire Service and the International Fire Service 
Training Accreditation Congress to serve their need for individuals to be certified (CFAI, 
1999).
The creation of conditions or standards of accreditation for the fire service is necessary 
in order to establish national and professional standards. Today, the fire service claims to 
be a profession and its members to be “professionals.” According to Webster’s New 
World Dictionary, a professional is defined as someone engaged in, or worthy of the high 
standards of a profession (1996). Professionalism embraces 1) a recognized and accepted 
level of educational standards that are required for admission to the vocation; 2) the 
advancement toward higher prestige and economic level; and 3) the amount of autonomy 
the profession has achieved in being able to control and regulate itself (Corwin, 1965). 
Komhausser (1962) specifies these four criteria for defining a profession: 1) specialized 
competence having an intellectual component; 2) extensive autonomy in exercising this 
special competence; 3) a strong commitment to a career based on a special competence; 
and 4) influence and responsibility in the use of special competence. These qualities are 
clearly seen in the occupational skills of a firefighter/emergency medical technician. 
Resultingly, it is time the occupation develops accreditation standards that publicly veri^ 
its status as a profesâon.
In education, there is limited federal control. Certification or licensure has been left to 
the handling of each individual state, which has been able to regulate a wide variety of
11
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occupations through these mechanisms. However, voluntary regional or national 
accreditation, with its demand for high standards of educational delivery, has become a
benchmark for professions in a diverse number of occupational fields.
Specialized accreditation has been developed for many occupations. Within these 
specialized areas an occupation can enjoy the high standards created through the process 
of accreditation. Self-regulation and peer evaluation can contribute greatly when creating 
industry-wide standards. In 1986, the Council on Post Secondary Accreditation (COPA) 
stated that specialized accreditation cannot guarantee every aspect of every program, only 
that the overall quality of the program delivered is assured to provide, at the least, an 
approved set of standards and materials.
Through a critical analysis of the available literature, this study examined the likely 
effects of accreditation in the areas of curriculum, finances, and the instructional staff of 
the fire service. These areas are most likely to experience the greatest impact upon 
receiving accreditation.
A curriculum is the foundation for all educational settings (Poindexter, 1995). The 
materials, books, workbooks, and skill evaluations must be developed and approved prior 
to the beginning of a new academy. Education and training requirements should indicate a 
department’s objective to be proficient in its readiness to respond to any emergency. A 
library should be made available where all educational and training materials can be stored 
and made available for reference at any time. This reference resource center allow fi]r a 
department or an agency to adequately achieve its goals and objectives in meeting its 
department’s mission. The course content is usually approved by the state fire marshall’s 
ofBce and the local health department.
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Finandally, the impact of accreditation will probably aSect training centers the 
greatest. This process examines the facilities, apparatus, training equipment, materials,
and instructional staff. In facilities, firefighting tactics demand cutting-edge equipment 
and facilities to keep up with ever-changing techniques. Modem 6cilities can cost more 
than $17 million to construct and can easily deplete revenues within a department (City of
Henderson, 1997). Accreditation reviews often include an increase in the areas of 
equipment, facilities, and staff for improved student/teacher ratios, and research and 
development- Accreditation reviews can be the most negative factor of the process. 
Instructional staffing is also examined in the process of obtaining or maintaining 
accreditation. Qualified instructors, naturally, are the success of any educational 
environment. As a minimum requirement, the instructional staff should have credentials 
approved by the state fire marshal’s office. The staff should be able to provide 
instructional services with organization, structure, knowledge, and be able to encourage 
and motivate students. In Nevada, fire department instructors can also be licensed through 
the State Department of Education, similar to teachers in the public school system. With 
the development of the International Fire Service Accreditation, a self-assessment, 
systematic measurement process has been established which focuses on the evaluation of 
the activities and services an entity provides to protect life and property (CFAI, 1999).
The process of accreditation has the potential to have a tremendous impact on the fire 
service. Many professional groups have participated in an accreditation system as a way 
of developing and establishing standards that are recognized and also accepted industry 
wide. Accreditation and certification, although difikrent, are subjective processes that are 
linked.
13
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Accreditation and certification provide standards which all members of an industry can 
work toward (CFAI, 1999). For perfiarmance, organization, and management, these 
standards allow the fire service to provide high quality services to the public whom they 
strive to protect and serve.
14
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CHAPTER 2
REVIEW OF THE LITERATURE
This study was an attempt to analyze the effects that the implementation of an 
accreditation process would have on a professional fire department. The curriculum, 
finances, and the instructional staff are the main concerns addressed within this 
comparison of accreditation agencies. A review of the literature includes accreditation 
agencies that are educational and specialized, simply because fire service requires both 
academic and vocational/technical skills. The purpose of this study was to analyze the 
potential impact of current application of models of accreditations in the fire fighting 
profession. Both process and input/output criteria was critically analyzed to determine if, 
in the judgment of administrators and/or supervisors of firefighting units, the conditions 
associated with such accreditation will affect the curriculum, finances, and instructional 
staffing among professional firefighters in the western region of the United States.
Introduction
The review of the related literature indicates that firom its inception, accreditation of 
educational programs has been a controversial and debatable issue. As Gwendoline 
MacDonald (1965) noted, the issue is neither that of recognizing the need for criteria nor 
that of recognizing the need for some form of governance of higher education in nursing, 
but whether the accrediting program was organized and able to meet the challenges of the
15
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Educational programs in higher education were included in this issue of accreditation and 
its processes.
Every profession has a responsibility to ensure the quality of service its members 
render to the public. One means of fulfilling this responsibility is a development and 
enforcement of standards for their preparation of future members of the profession
(MacDonald, 1965).
Any system of accountability assumes an agent or agency to which the monitored 
system is accountable. A system of educational accountability which will provide 
reliable indicators over the effective use of the resources allocated to education has been 
requested by politicians, tax payers, parents and trustees. A number of statements had 
been made by spokesmen for each of these groups indicating that significant money for 
education will not be forthcoming fi"om the public until a system is developed and utilized 
for schools and colleges (Johnson & Grafsky). Accountability of an educational program 
is the ability of a person, an agency, or an institution to demonstrate the most effective 
use of available resources to obtain educational outputs commensurate with the public’s 
expectation of what the educational outputs should be (Johnson & Grafsky).
In accreditation, accountability is a direct result of this process. The truth is that both 
accreditation in higher education and government regulation in business and in industry 
were forced upon our contemporary society by undesirable conditions which had grown 
up under Laissez Faire management. The educational and economical abuses simply 
should not have existed and were not allowed to continue. In both cases, the competitors 
and consumers needed to be protected. The remedies alone were different. In business 
and industry, the federal and state governments provided the regulations In education.
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the controls came partly through state and local authority, partly through 'Voluntary” 
accrediting agencies or associations (Mayor, 1965).
Accreditation in its own form of institutional accountability has become a vital 
component to the American educational process. While a number of accrediting bodies 
have emerged in the United States, the main focuses of the elements of accreditation 
appear to be similar in all of the agencies.
Development of Accreditation 
The accreditation mission within the educational segment was first established by
regional associations with intent to promote good relations between high schools and 
post-secondary institutions, along with improving college admission standards and 
requirements for the program. Early associations set requirements for colleges, but 
membership was not reviewed by any type of accreditation. These first associations 
began as the following:
1. The New England Association of Colleges and Preparatory Schools ( 1885).
2. Middle States Association of Colleges and Secondary Schools, organized 
as the College Association of Pennsylvania (1887).
3. North-Central Association of Colleges and Secondary Schools (1895).
4. Southern Association of Colleges and Secondary Schools ( 1895).
5. Northwest Association of Colleges and Secondary Schools (1917).
6. Western College Association (1924).
The first of these associations to create an accreditation program is said to be the 
North-Central Association of Colleges and Secondary Schools (Blaugh, 1959).
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In the Geld of teacher education, the Grst national accreditation agency was the 
American Association of Teachers College (AATC), established in 1927 Wien it elected
to make requirements for membership in the association the accreditation standard. This 
association merged in 1948 with what was known as the American Association of 
Colleges for Teacher Education (AACTE) The Amencan Association of Teachers
College (AATC), National Associations of Colleges, Department of Education, and the 
National Association of Teacher Education Institutions in metropolitan districts were 
included in this new association. In 1949, however, the National Commission of 
Accreditation was created, although it did not recognize the American Association of 
Colleges for Teacher Education. In 1951 and 1952, five groups joined to forces and 
created the National Council for Accreditation of Teacher Education (NCATE). These 
members were:
1. American Association of Colleges and Teacher Education (AACTE)
2. Councils of Chief State School Officers (CCSSO)
3. National Association of State Directors of Teacher Education and Certification 
(NASDTEC)
4. National Commission on Teacher Education and Professional Standards (NCTE)
5. National School Board Association
This council received national recognition in 1957, and is operational and functional 
today.
In the area of specialized accreditation, the American Medical Association was the 
first to be established in 1847 as the most important single association engaged in the 
accreditation of professional programs ((Mans, 1975). In 1847, the Committee on 
Medical Education was formed and became instrumental in guiding the development of
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other specialized accreditation agencies. These agencies were created out of the need to 
establish standards ffir individuals who succeed in an area of expertise and are required to 
take a state exam ffir licensure to practice in a particular profession or occupation.
In 1905, the Coundl on Medical Education (CME) published a list of medical schools 
which were classified into three cat^ories. The first was Class A-approved, second was 
Class B-probationary, and third was class C-unapproved. After this publication, 
controversy arose and the American Medical Association on Medical Education 
contacted the Carnegie Foundation for the Advancement of Teachers to review medical 
education (Orlans, 1975). Upon completion of a two-year study, Abraham Flexner and 
N.P. Colwell disclosed what they felt was a disparity among medical schools. The result 
of the renowned publication caused a significant reduction of medical schools. The 
number of medical schools dropped from 155 in 1910 to 80 by 1927 (Orlans, 1975).
In 1976, the American Medical Association Council on Medical Education created a 
committee to address the accreditation and needs of the allied health professions. The 
Committee on Allied Health Education and Accreditation (CAHEA) established 
guidelines necessary for approximately 3,057 programs with assistance of 27 individual, 
professional organizations (Weithaus, 1993). Emergency medical technicians are 
included in this category. On July 1, 1994, the Commission on Allied Health Education 
Programs replaced the Committee on Allied Health Education Accreditation which was 
designed to encourage entry-level allied health occupations to seek accreditation.
The National Commission on Accreditation, established in 1949, and the United 
States Commissioner of Education published annual lists starting in 1953 of recognized 
accreditation agencies (Miller, 1971). These agencies were voluntary and included a peer 
review process, which remains part of the accreditation process today. The National
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Commission of Accreditation merged with the Federation of Regional Accreditation 
Commissions of Higher Education in 1974, to form what was then known as the Council 
on Post Secondary Accreditation, which had the mission of supervising the Voluntary 
Accreditation of Higher Education (Weithaus, 1993). This agency disbanded in 1993.
The Commission on Fire Accreditation International (CFAI) was established in 1988, on 
the agreement of the International City/County Management Association (ICMA) and the 
International Association of Fire Chiefs (lAFC), specifically addressing the fire service 
and how individual communities can define their particular risks, allocate their resources 
based upon their missions, and achieve the objectives of their emergency service delivery 
system (CFAI, 1999). This specialized type of sophisticated and technical accreditation 
created an industry wide set of standards and policies.
The Accreditation Council for Continuing Education and Training (ACCET), founded 
in 1974, is another specialized accreditation agency. ACCET’s mission is providing 
accreditation for institutions that clearly mandates continuing education and training for 
specialized industries by providing a definitive basis on which to deliver and assess the 
educational and training programs in a total quality management environment (ACCET, 
1999).
Elements of the Accreditation Process 
"Post-secondary education in the United States has been blessed (and occasionally 
cursed) with a great diversity of institutions, programs, approaches, and styles. Given so 
many kinds of learning enterprises under so many forms of sponsorship, to establish 
standardized requirements or unifiDim procedures and administer them through some 
national agency is cleariy impossible" (Young, 1983).
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Every accreditation system requires an organizational structure; not only to administer 
its activities, but also to develop standards, and organize and control the work.
Accreditation, in theory, according to Ellie Scrivens (1995) should be an independent 
objective process, highly creditable, unbiased, and should represent the widest possible 
consensus The board of an accreditation system contains representatives of professional
organizations. Like most bodies which require professional support, it has proved 
necessary to have representatives from the relevant interested organization. The main 
issue faced by any accreditation plan is the need to ensure that the professionals will 
accept the findings of the board and act upon their recommendations. The varied 
existence of standards which can be reviewed by lay people, no matter how well trained, 
threatens the whole paradigm of professionalism. Ideal standards are something to strive 
for, which requires a board to make comparative judgments in all instances. Minimum 
standards to be effective, would define a foundation with some specificity and 
definiteness. This allows a governing board to be more objective in its decisions. The 
viability of the accreditation system therefore depends upon professional cooperation, and 
the best accepted way of dealing with this is to invite representatives to the board 
membership.
Accreditation receives a great deal of emphasis within any educational system or 
program. Along with this emphasis, it also forms a deeply appreciated element in 
institutional accountability and credibility. Numerous accrediting agencies and 
associations are recognized nationally as well as internationally. These agencies and 
associations are explicitly created to foster and Acilitate roles that are recognized for 
these efkrts. These agencies and associations also establish standards that are essential 
to each institution which has applied for or received accreditation.
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Although accreditation is known as "voluntary and non-govemmental," it is 6r from 
voluntary for institutional survival (Stoodley, 1983). Most accredited institutions will 
attain "eligibility" for federal funding and/or grants once that the accreditation has been 
awarded from an agency recognized by the United States Department of Education.
There exists a multitude of agencies, associations, and other accrediting bodies 
responsible for recognizing quality education (Stoodley, 1983). The Council on Post 
Secondary Education Accreditation (COPA), is a national body that was developed 
specifically to oversee accreditation at the post-secondary level. With this creation, 
COPA, as a national organization will hdp in maintaining the balance of accreditation, its 
processes, as well as its relationship of government interest, and the increase the public 
awareness and its understanding of the accreditation process with programs taught at any 
accredited institution.
In 1970, C.F. Ward provided the accreditation community with a study on 
accreditation. The purpose of his study was to provide information on state of the art of 
accreditation and evaluation that would be used as a foundation for fiiture improvement 
in the accreditative and evaluative processes in occupational education. Ward stated that 
there is a pressing need to determine the extent to which there exist systematic, reliable, 
and valid methods of evaluating the effectiveness and quality of post secondary 
occupational education at the local, state, and national levels. He also expressed a 
concern about the reliability and validity of the instruments used in the accreditation 
process, questioning particularly their ability to predict quality in programs of 
occupational education (Stoodley, 1983). In this study. Ward also was noted to have 
raised concerns about the expertise of specialized and regional accrediting agencies and 
their ability to make judgments regarding occupational educational programs. He also
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noted that there was a lack of public membership in some governing boards of accrediting 
agencies, as well as the lack of the application of "scientific principles or techniques" in
the evaluation process, which had the ability to award or deny accreditation to an 
institution. Since accreditation has such a great influence on the development of
education for a profession, as Gwendoline MacDonald noted, it is essential that a 
professional accrediting program keep in step with social, educational, and technological 
advances in society, and especially, with developments within the profession itself.
In the literature reviewed, it appears that all accreditation agencies in both 
institutional and specialized areas contain similar elements of the accreditation process.
In the institutional area, the Accreditation Council for Continuing Education and Training 
(ACCET, 1999) was chosen as a model. For an in depth review of the specialized area of 
fire service accreditation the Commission of Fire Accreditation International (CFAI) was 
chosen as a model. Both agencies have policies and procedures with a fee schedule for 
each step of the accreditation process. The following are the five typical steps in the 
accreditation process;
1. Standards; The institution and the accreditation agency develop standards that are 
to be examined throughout the process.
2. Self-Study; The applying institution, in its application for accreditation, prepares 
an in depth review that examines its performance to the standards established by 
the appropriate accreditation agency.
3. On-Site Evaluation; A team of individuals fî om the accréditation agency visit the 
institution for an in depth examination to view performance of the standards that 
have been established and agreed upon for review.
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4. Publication: Upon satisfactory reviews, an institution is granted accreditation and 
its status is reported in accreditation agency listing
5. Re-evaluation: Accreditation agency re-evaluates an institution for compliance 
and renewal of status, usually done on 1-3 and 5 year intervals.
The CFAI reviews eight areas within each institution: Standards, Self study. 
Independent Accreditation Body, On-Site Evaluation Visit, The Evaluation Report, 
Accrediting Decisions, Recognition, and Re-Evaluation. Certain safeguards have been 
incorporated into the CFAI program such as emphasis on peer evaluation, notation of 
serious déficiences, a list of resources for those agencies needing specialized assistance, 
measurement of actual achievements to agencies stated objectives, and clearly defined 
appeals procedures. The Accrediting Council for Continuing Education and Training 
(ACCET) Accreditation process follows Standards, Inquiry, Application, Accreditation 
and Evaluation workshop. Analytical self-evaluation report. Examination Team On site 
examination. Team report and Accrediting commission action and time schedule.
Fee schedules are given for both the Commission on Fire Accreditation and the 
Accrediting Council for Continuing Education and Training. As in any type of evaluation 
of accreditation processes, the fees are typically a priority when budgetary decisions are 
being discussed. The fees for CFAI and ACCET during the 1999 calendar year range 
firom $2000.00 to $2500.00 and $2150.00 to $7000.00. This fee is payable when the 
agency requests a change of status to an applicant department.
Unlike European countries, the United States does not have an authority that oversees 
secondary education. Therefore, standards that ensure quality and an acceptable level of 
criteria must be done on a voluntary basis. As a result, American institutions can vary 
widely in the delivery and offering of course content within its schools. Accreditation
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and its process can, and will continue, to establish national standards as long as members 
are willing to be evaluated by their peers. Creating minimum standards for teacher 
preparation is potentially feasible and useful. It can and should occur with individual 
programs, within institutions, and at the state level perhaps even at the national level 
(Lucas, 1992).
When student mastery of academic standards becomes the focus of classroom 
assessment, there are four significant features. First, student performance is compared to 
a standard rather than a norm, or average of the performance of other students. Second, 
students are required to demonstrate proficiency. This is an improvement over traditional 
assessment because guessing a response has little or no value for the teacher or student. 
Third, standards-based assessments are not veiled in secrecy; the expectations are clear to 
teachers, parents, and students. The guessing typically surrounding test preparation is 
replaced with a focused curriculum that relates to particular academic standards. Fourth, 
the focus of standards-based assessments is the improvement of student learning, not 
merely the rendering of an evaluation and announcement of a score (Reeves, 2001).
Campuses and their accreditors are being pushed harder than many, yet seem to judge 
accountability on the basis of how well their graduates perform. It appears as though 
society wants academic recognition, like that for sports, to correlate with performance in 
the field. Criteria based on program features and resources still have a great appeal for 
&culties and agencies. They can be rationalized as "preconditions" for quality outcomes 
and they can be translated tangibly into requests to administrators for budgets and 
manpower (Dill, 1998).
In the light of the advantages associated with accreditation in higher education, even 
though some see disadvantages, it is not surprising that institutions of higher learning
25
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
place a premium on achievement, both in institutional and specialized programs such as 
teacher education. Indeed, the various motivations ffir accreditation have become so 
strong, they raise serious questions about the truly voluntary mixture of regional and 
national recognition (Mayor, 1965).
American education faces new challenges in a world where rapid political and 
economic change has become the norm rather than the exception. For the first time in our 
history, we are called upon to educate all youngsters and to prepare them to live and work 
in a world transformed by new technologies, demographic shifts, and globalization. In 
the face of these and other ongoing revolutions, the future seems indeterminate. We 
cannot be sure what the nature of work will be in the future, nor can we be sure which 
occupations will exist or what job skills will be needed. Given this uncertainty, educators 
must equip young people with the experiences, knowledge and skills that will empower 
them to continue learning for the rest of their lives. Every profession has a responsibility 
to ensure the quality of service its members render to the public. One means of fulfilling 
this responsibility is the development and enforcement of standards for the preparation of 
future members of the profession (MacDonald, 1965). The basic premise of accreditation 
is that there is a need for an external regulation system for the protection of the publics’ 
interest in educational programs offered to its future workforce. One way that an 
accrediting agency can carry out its public service responsibility is by publishing list of 
institutions and programs which meet established standards or criteria. This in effect is a 
stamp of approval for an institution or program.
MacDonald also notes that accrediting agencies have enormous power and influences 
over higher education in the United States. Although the system is voluntary, social 
pressures and licensure requirements make it a matter of practical necessity for an
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educational institution or professional program to acquire accreditation by the appropriate 
agency. Therefore, it is not surprising that a m^or issue in accrediting arises from the 
control those accrediting agencies, particularly the numerous professional agencies, 
exercise over educational institutions.
Accreditation has shown to be a means of effectively monitoring programs. These 
bodies or agencies do not stop with the tasks of identifying or promoting of good 
practices, but also take the necessary action towards programs that are in direct conflict of 
the accreditation status. This can include review of a programs present standard of 
identified deficiencies up to withdrawal of the accreditation status. Alma Craft noted that 
with accreditation, an institute has been found to:
1. Have educationally appropriate objectives as defined over time by the American 
higher education community
2. Have financial, human, and physical resources necessary to achieve these 
objectives
3. Have demonstrated that it is in fact achieving these objectives
4. Have provided sufficient evidence to support the belief that it will continue to 
achieve its objectives over a reasonable future
Accreditation in the United States has emerged as an important factor for educational 
programs and institutions. This designation recognizes the institution or program for 
meeting a minimal level of performance, integrity, and quality that promotes confidence 
in educational arenas, and also within the community it serves.
In the fire service there are a number of supporting pro&ssional agencies that attempt 
to establish criteria or standards which affect the way in which a department or agency 
fiinctions and/or delivers it’s services to the communities in which they respond.
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The National Fire Protection Association (NFPA), was organized in 1896 with 
membership from the capital stock insurance companies to develop automatic sprinkler
installation rules and to establish insurance rates for building with automatic sprinklers.
In the late 1970s, this association had ^proximately 2400 persons serving on 150 
technical committees which developed ^proximately 220 standards. The NFPA is a 
private, voluntary, non-profit association whose activities, in addition to producing 
technical and professional standards, include informational exchange, fire safety technical 
standard for development, technical advisory services, public education, fire safety 
research, and services to public protection agendes. NFPA membership totals more than 
75,000 individuals from around the world and more than 80 national trade and 
professional organizations (Managing Fire Services, 1979).
The Insurance Services Organizations (ISO), was established in 1971. This 
organization is a nation wide non-profit service organization that provides services to the 
property owner and causality insurance industries (Coggan, 1995). Organized through 
the consolidation of five national insurance industry service groups, ISO is licensed in all 
50 states and serves as the fire rating organization. Engineering inspections and 
evaluations, fire loss experience, and rating and degrading schedule are the primary tools 
used by ISO in its work (Managing Fire Services, 1979).
United States Fire Administration was created by Public Law 93-498, the Fire 
Prevention and Control Act of 1974. This act set forth m^or purposes of reducing fire 
loss through better fire prevention and control, supplementing existing programs of 
research and training, stepping up research into the treatment of bums and smoke injuries, 
and establishing the National Fire Prevention and Control Administration (NFPCA). An 
important function of the NFPCA, according to its enabling legislation, was to
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"encourage and assist states and political subdivisions" in establishing master plans for 
fire prevention and control. Fire master planning involves the entire community deciding 
t̂ hat it wants in terms of adequate level of fire protection, what it is willing to spend for 
fire protection, and what level of risk it is willing to accept (Managing Fire Services, 
1979).
Fire service personnel receive training in education in a number of ways and fi’om 
many different sources. In an attempt to summarize and present the outlook for 
managing fire services requires an understanding of evolving changes, not only in the fire 
service but also within the total structure of local government and our society (Bryan & 
Pacard, 1979).
Many professional groups, as noted by CFAI, have developed an accreditation system 
as a means of establishing industry-wide performance measures for management and 
overall organizational performance. At a time when the fire service and government in 
general, is more closely scrutinized than ever before, it is critical that the fire and 
emergency services have a well defined, recognized measurement tool that can be used to 
evaluate effectiveness by elected officials, city and county administrators, and the citizens 
and communities they serve (2003).
Conclusion
Accreditation, wdiether institutional or specialized, is a valuable and sometimes 
essential tool that may not have been entirely appreciated. This process that begun as a 
voluntary non-government involved ordeal should remmn so if its inherent values are to 
be fully accepted. Accreditation should be judged by its overall effectiveness of
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encouraging and assisting an institution to evaluate and improve it educational offerings. 
To be effective, accreditation must &cus primarily on the institution or program.
The impact of an accreditation system maybe felt in other areas of an institution or 
program that is under evaluation. In a complexity of any health care system, for example, 
means that accreditation system, regardless of the focus of the standards, may have an 
impact upon the wide structure and functioning of the health care system (Scrivens,
1998)
As observed by David S. Arnold of I.C.M.A., the local government fire service had 
the luxuiy of relative isolation, as compared to many other local government services, 
until the late 1960’s and early 1970’s when the forces of change began to be felt. 
Established practices of many kinds were questioned, personnel assignments, costs, 
equipment and apparatus standards, and other subjects that were concerned almost within 
the exclusive province of fire service professionals.
Civil servants, especially fire service personnel, are represented in a variety of 
professional organizations, both formal and informal. Included are unions, as well as 
professional associations which are pro-active to particular positions within city 
governments. For example, fire fighter unions, training officer associations, chief 
associations, and city/county manager associations. These organizations address specific 
and general situations in building construction, fire or smoke propagation, hazard 
recognition and control, and regulation of operations and fimctions within occupantes 
which may threaten lives and property (Arnold, 1979). These organizations, in the fiire 
service, engage in creating criteria and or standards to provide technical guides and 
procedures relative to fire protection. Participation by fire service personnel of the
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technical organizations continues to be voluntary, a process vary similar to elements of 
the accreditation process as well as other professional organizations and associations.
Within the fire service, this study analyzed the potential effects of the accreditation 
process. In the area of instructional staffing, will the accreditation process require a new 
and more talented instructional staff who can develop and deliver instruction material in a 
scientific manner and meet requirements established by the state department of education 
for teacher-instructor licensure? In curriculum, will this accreditation process determine 
if the current curriculum meets the needs of firefighting and other emergency-related 
situations, which are constantly changing, or will the need for a new and continually 
revised curriculum be necessary? In finance, will the accreditation process require a 
financial obligation that is currently higher than its current forecasted budget? Will the 
public be willing to support any increased funding to support any shortfalls if the finances 
are above and beyond the forecasted amounts?
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CHAPTERS
RESEARCH DESIGN AND METHODOLOGY
The purpose of this chapter was to identify the methods employed and procedures 
followed in comparative analysis of the likely impact of an accreditation process between 
professional fire fighters and city managers. While clever marketing may influence 
purchasing decisions, consumers often look for products that have endorsements such as 
The Underwriters Laboratory (UL) or The Good House Keeping seal of approval. These 
endorsements indicate that the product meets an established standard of quality and 
reliability. This standard also indicates that an unbiased third party has tested and 
approved that product (Janing & Sachs, 2003).
The fire service has experienced the same trend in its delivery of services through the 
process commonly known as accreditation. Departments working toward accreditation 
are required to examine the processes that encompass both fire and emergaicy services. 
This process may be expensive; however, the dollar value ensuring compliance with a 
standard set of practices may keep city and/or county personnel, emergency service 
systems, and local governments fi"om sufi&ring a catastrophic 6ilure in emergency 
services and from significant legal liabilities (Janing & Sachs, 2003).
This study compared the perceptions of politically oriented leaders with those of 
supervisors in firefighting units in nine western states relative to the efi&cts that 
accreditation criteria are likely to have in the areas of finance, curriculum, and
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instructional staff within the fire service and if the conditions associated with 
accreditation are likely to affect the overall preparedness of professional fire fighters.
In order to make this determination, it was necessaiy to develop questions about the 
three specific areas, question the subjects who are leaders within each firefighting 
enterprise, and apply historical and descriptive statistical methodologies to analyze the 
data collected. A detailed description of the procedure that was used in this study, the 
population selected, a detailed analysis of the survey instrument, and the methods to be 
used in treatment of data collected are discussed in this chapter.
Purpose of the Study 
The purpose of this study was to analyze the potential impact of the current 
application of models of accreditation within the firefighting profession. Input/output 
criteria were critically analyzed to determine if, in the perceptions of administrators 
and/or supervisors of firefighting units, the conditions associated with such accreditation 
affects the curriculum, finances, and instructional staffing among professional firefighters 
in the Western region of the United States. Further, the research compared the 
perceptions of the accreditation process between the city administrators, who oversee the 
functions of fire and emergency services, to the perceptions of fire chiefs who organize 
and manage the fire and emergency services.
Research Questions 
The question directing this research asked: What are the perceptions of city 
administrators compared to those of fire cbiefr on accreditation of the fire service? In
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order to answer this question, given its wide scope, the question had to be further 
redefined into sub-questions with particular areas of study
1. What are the perceptions of leaders in firefighting units as to the efiiects of the 
accreditation process on the curriculum content and program areas taught at fire 
training centers?
2. What are the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on fire department budgets?
3. What are the perceptions of leaders in firefighting units as the effect of the 
accreditation process on the size and current instructional levels of training staff?
4. What are the perceptions of leaders in firefighting units as to the effects of 
accreditation process on the level of preparedness required of the firefighter?
Design of the Study
This research presented the question of how perceptions of two separate, yet very 
important departments within a municipal government view the accreditation process.
The benefits of accreditation identified areas that can be utilized for heightened academic 
improvements; upgrading a fire department’s status and providing local, state, and 
national recognition as well as boosting morale within the fire department’s 
administrafion and staff
This research was exploratory in nature and supported by a quantitative element. The 
quantitative element was presented in a survey instrument which collected descriptive 
data about decision makers’ perceptions of selected areas of the accreditation process. As 
a methodology, the qualitative element incorporated survey research elements to explore
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individual participant perceptions. Although there are some data on accreditation issues, 
at the time of this research, none involved the fire service enterprise.
The lack of an existing survey instrument required the development of a survey 
instrument specifically for this project. Thus, a survey instrument was developed 
following the guidelines presented by the American Association fiar Public Opinion 
Research (AAPOR). The development of this survey instrument was reviewed by the 
Cannon Research Center staff for question clarity, relevancy, simplicity, readability, and 
format. Each question was designed to collect data regarding a respondent’s perception, 
understanding, and knoWedge of the accreditation process and the conditions associated 
with the process. The survey instrument supported the quantitative approach by 
reinforcing the aforementioned identified questions about accreditation and its 
perceptions.
Selection of Population 
The selection of subjects in this study consisted of a cohort of fire chiefs and battalion 
chiefs within the fire service. These chiefs represent the professional fire fighters. 
City/county managers were also surveyed and they represent the politically oriented 
operatives who oversee fire departments. The geographical selected area is the western 
r^ on  of the United States, including the states of Nevada, Arizona, Utah, New Mexico, 
Idaho, Alaska, Montana, Oregon, Washington, and California. These addresses were 
obtained fi"om the International League of Cities for city administrators/managers and the 
Western Fire Chiefs Association, which provided mailing lists for the fire chiefs. This 
type of samplii% provided research data to be collected fî om individuals in decision 
making positions fî om both a city governing position as well as a position fi"om those
35
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
directly involved in managing a fire organization. The perceptions of the accreditation 
process was examined fi"om both targeted groups and analyzed through multiple
statistical methods which are known for measurement of perceptions among groups. The 
areas surveyed on the accreditation process were curriculum, financial or budgetary, and 
the instructional staff of a fire training center. These areas are only a small portion of the
entire accreditation process. However, the research was directed at examining only those 
areas from the targeted groups to see if those areas were reflective of the overall 
accreditation process within a fire service organization.
Procedures for Analysis of the Data 
This research was performed to compare the perceptions of the leaders in the 
firefighting enterprise and those of city administrators/managers who oversee the fire 
department about the accreditation process. Quantitative analysis of the data collected 
supported the research and its conclusions.
Quantitative Analysis 
Descriptive statistics were utilized in the analysis of this research project. The Chi 
Square method of analysis and cross-tabulations were employed primarily because of the 
areas selected included both historical and descriptive data.
Each question was coded and summarized. Results included frequency counts, 
percentages, and cross tabulations. A Likert-type scale battery of questions include fiaur 
responses for respondent selection. They included "strongly agree," "somewhat agree," 
"somewhat disagree," and "strongly disagree." Each response was measured for 
frequency of selection and compared for average of the respondents agreeing or
36
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
disagreeing to each item. Historical and demogr^hic items were asked of each 
respondent as well. Subgroups were created and examined to determine if there were 
relationships between these groups.
The data were prepared for analyâs of a statistical package for the social sciences 
program (SPSS.) The data program file included hlters for analysis between the 
participating city administrators/managers and fire chiefs.
Survey Instrument
The survey instrument used fiar this study was designed to collect perceptions as to
the likely impact of an instituted accreditation process. Specific historical and 
demographic data which classified and summarized data fi'om the selected populations 
were gathered from both target groups of subjects. Data included questions pertaining to 
gender, age, level of education, number of years of service, position within respected fire 
service, and perceptions of the accreditation process in the selected areas of curriculum, 
instructional staff, and finances of a fire training center. The survey instrument was 
developed by following the guidelines presented by The American Association for Public 
Opinion Research (AAPOR), How to Design Surveys (Fink, 1995), Mail and Telephone 
Surveys (Dillman,, 1978), and the Cannon Research Center located at the University of 
Nevada, Las Vegas. A Likert-type scaled instrument was developed specifically for this 
study and was designed to collect data that would indicate the perceptions of fire chiefs 
and city administrators toward the accreditation process and its relationship to the fire 
service. The survey was designed to address only the selected areas of curriculum, 
content, and programs taught at fire training centers; fire service budgets; levels of 
training staff; and levels of preparedness of fire fighters.
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Procedure
In designing the survey, questions were formulated and correlated to address the
statement of the research problem as well as those identified in Chapter One of this study. 
The survey asked for information based on the following information Survey questions 
which addressed each set of identified data follow:
1. Biographical, age, and gender
2 . Education, college, university, diploma, degree
3. Years in fire service and public service
4. Accreditation and your agency
5. Financial perception of the accreditation process
6. Curriculum perception and the accreditation process
7. Instructional staffing and the accreditation process
8. Training and the Accreditation process
9. Perceived benefits of the accreditation process
This survey instrument was mailed out to chiefs and the city/county managers who 
would more effectively understand how the accreditation process would improve the fire 
service standards. The survey instrument along with a cover letter as well as a return 
envelope with postage paid was mailed out to both fire chiefr and city managers. The 
total number for the selected populations was 2,336. The initial mailing or first wave was 
mailed out in October o f2002. The initial return rate was 23%. The second mailing, or 
second wave, was mailed out in December o f2002 with a discontinuation date of 
collection on January 31, 2003. The cumulative return rate was 36%. These percentages 
are recognized as fire chiefs, 39% and city managers/administrators representing 23%.
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Treatment of Data
As the responses were returned, they were separated into two groups, 1) fire service, 
and 2) city/county management. Resuhs were then analyzed by using exploratory data 
analysis. Statistical tedmiques included the use of Chi-Square tests and cross tabulations. 
The reported perceptions toward accreditation within the fire service and what efikcts
they may have on the curriculum, finances, and instructional staff was analyzed, reported, 
and used to identify how the selected individuals perceive the fire service and its 
relationship with accreditation and its process. All participants remain anonymous and 
the results are available upon written request following completion of this study.
Each research question of this study was analyzed using SPSS. All the comparisons 
are made with the perceptions of city managers and fire chiefs. All Likert-type scale data 
were recoded for the SPSS program.
1. What were the perceptions of leaders in firefighting units as to the effects of 
accreditation process on the curriculum content and program areas taught at fire 
training centers?
Data regarding curriculum content and programs taught at fire training centers were 
recoded and analyzed to compare the perceptions between city managers and fire chiefs. 
Utilizing the SPSS program a mean and mode was then measured to determine the 
correlation of perceptions between the respondents package. A mean of .6517 and a mode 
of .60 indicate that both respondents agree in a positive direction with the question 
involved.
2. What were the perceptions of leaders in firefighting units as to the affects of the 
accreditation process on fire department budgets?
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Each of the recoded data pertaining to accreditation and fire department budgets were 
analyzed by the same SPSS program. The statistical analysis compared perceptions of
respondents and measured a mean and mode to determine how each respondent felt 
toward this topic of the survey. A mean of .4289 and mode of .00 indicated that 
respondents agreement of accreditation and budgets of fire departments. These results
are positive numbers to support the findings.
3. What were the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the size and current instructional levels of training staff?
Data, which address the size and current instructional levels of training staff at fire 
training centers, were recoded and analyzed by the SPSS statistical program. The mean 
.6629 and mode .100 were calculated and both were indicative that respondents were in 
agreement with this question. This is shown by positive results in both numbers.
4. What were the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the levels of the preparedness required of the firefighter?
Data regarding the level of preparedness required for the firefighter were recoded for 
the use of the SPSS program. Perceptions of respondents were in agreement with this 
question as seen in the results of the mean and mode. The mean 1.0273 and the mode 
1.57 gives support to the calculated results by appearing as positive numbers.
Validity
The survey instrument was designed to measure an individual's perceptions of certain 
selected areas of the accreditation process. The statements on the survey were divided 
into nine sections: demographics, historical, number of years in service, accreditation and
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their agency, budget, curriculum, instructional staffing, training, and perceived benefits of 
the accreditation process.
The questions were scaled so that the selected responses indicated strongly agree to 
strongly disagree about the question presented. This is typical of a Likert-type survey 
instrument where, in a (summated rating scale) a set o f items are approximately equal in 
attitude value to which respondents respond in terms of degree in agreement or 
disagreement.
A panel of experts from city/county administrators, fire administrators, and academic 
research development areas was chosen to review each survey instrument. Their input
was taken into consideration and the survey instrument was revised accordingly. This 
panel was created by following suggestions of researchers McDermott and Sarvella 
(1999), where over twenty subject matter experts had knowledge of the accreditation 
process and conditions associated with it.
The Cannon Research Center would also review each question for clarity, relevancy 
to subject similarity, readability, and understanding through multiple iterations and 
reviews of these experts within the Cannon Research Center and the selected individuals. 
Validity was established prior to mailing. The panel of selected experts was not included 
in the survey mailings.
Data Collection
The data were collected using a survey that emphasized the demographic, historical, 
and the perceptions of the city and fire administrators toward the accreditation process.
At the time of the study, no comparable surveys existed within the fire service and this 
study was created to examine only these areas
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The sample consisted of 754 city managers and 1,582 fire.chiefs for a total of 2,336 
possible respondents. The first wave of the survey was mailed out in October 2002. In 
addition to the survey instrument, a cover letter eliciting cooperation and assuring 
confidentiality was sent to each member of the sample as well as a postage paid return 
envelope.
The survey instrument was programmed using TELEform software. TELEform 
allows the coding protocol to be incorporated directly into the programming of the 
instrument. Surveys were returned directly to the Cannon Center for Survey Research for 
data entry, which was done via optic scanner into an SPSS data file used to analyze the 
data.
By December o f2002, 536 surveys had been returned for an overall response rate of 
23 %. Four hundred and forty-six (446) of those returned surveys were from fire chiefs 
(28%) and 90 (12%) were from city managers. In order to increase the overall response 
rate, a second survey was sent to each member of the sample that had not previously 
returned a survey. The second wave of surveys was sent out in December of 2002.
Responses were collected until January 31,2003, at which time date collection was 
stopped and analysis began. In all, eight hundred four people completed and returned the 
survey instruments for an overall response rate of 36 percent. Seventy-eight percent of 
the returned questionnaires (N = 631) were from fire chiefs, while twenty-two percent of 
returned surveys were from city managers (N = 173). As can be derived from these 
numbers, the response rate from fire chiefs (39%) was higher than the response rate from 
city managers (23%).
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Summary
This research attempted to compare the perceptions of the leaders in the fire fighting 
enterprise and those of city administrators/managers, who oversee the fire department 
organization. The purpose of this study was to assess the accreditation process in the 
areas of curriculum, financial, and instructional staff of a fire training center. The review
of the literature indicated that the process of accreditation was a complex and time- 
consuming process. Its self-evaluation step is very demanding and may even identify 
major shortages within a fire department This may prohibit a fire department from 
examining accreditation. Significant research also indicates that even though the 
accreditation process may identify weaknesses it was a still favorable endeavor overall.
Results of this research project offered insight to understanding the process of 
accreditation and its role and how it is perceived among the major decision makers in 
both the city and fire administrations. These findings provide the decision makers of both 
groups additional insight as to how other regions of the United States might perceive the 
accreditation process within a fire service organization. These perceptions may indicate 
that overall fire accreditation may provide a community with an acceptable and 
recognizable evaluation tool that is universal and accepted within the city administration 
as well as the fire fighting enterprise.
The review of the survey instrument and data collected revealed that a vast majority, 
82%, of the fire departments in the Western United States currently is not accredited. 
However, 80% of the fire departments and city administrators/managers felt that 
accreditation is worth both the time and money involved.
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CHAPTER 4 
FINDINGS
The purpose of this study was to analyze the potential impact of current application 
models of accreditation in the fire fighting profession. Both input/output criteria of the 
accreditation process were analyzed in determining the perceptions of administrators and 
supervisors of fire fighting units, the conditions associated with such accreditation and its 
effects on the curriculum, finances, and instructional staffing among profession fire 
fighters in the western region of the United States. The fire departments surveyed were 
professional, paid, career departments and not volunteer departments.
This study involved the distribution of a survey specifically designed to target fire 
chiefs and city managers of the western region of the United States. This survey 
instrument contained thirty-four (34) questions which addressed biographical, 
educational, promotional, years of service, accreditation, curriculum, instructional 
staffing and perceived benefits questions. In this chapter, results and findings from this 
research are discussed.
Respondent Characteristics
Biographical infiarmation was addressed in this section of the survey questionnaire. 
Questions asked for information fi'om the respondents in the areas of gender, age.
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education, and promotions within their respective area of public service. The survey 
instrument revealed that most respondents were male (N=750) compared to female 
respondents (N=28). There was also a 2.5% difference between males and females in 
each position. This is probably due to the low number of women in the sample, which 
can make a numerically small difference statistically significant.
Table 1; Biographical Information
C rosstab
0 3 4
TotalMW# Female
POSITION Fire Chief Count 597 19 616
% within POSITION 96.9% 3.1% 100.0%
City Manager Count 153 9 162
% within POSITION 94.4% 5.6% 100.0%
Total Count 750 28 778
% within POSITION 96.4% 3.6% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
{2-sided)
Exact Sig. 
(2-sided)
Exact Sig. 
(1-sided)
Pearson Chi-Square 2.258*’ 1 .133
Continuity Correction® 1.602 1 .206
Likelihood Ratio 2.033 1 .154
Fisher's Exact Test .153 .106
Linear-by-Linear
Association 2.255 1 .133
N of Valid Cases 778
a- Computed only for a 2x2 table
b- 0  cells (.0%) have expected count less than 5. The minimum expected count is 
5.83.
Age of respondents ranged from 28 years of age to 84 years of age with a 
mean o f48.68 years of age, median of 49 years of age and mode of 50 years of 
age. The difference in age between the two groups ( fire and city administrators) 
is somewdiat significant but too small to have an impact.
In their respective positions, seventy-nine percent (79%) of respondents are fire chiefs 
(N=631), with nineteen (19) fire chiefs being female (3%). Twenty-one percent (21%) of
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the respondents are city managers (N=173) with nine (9) city managers being fismale 
(N=9).
Both the education and promotional questions indicated that ninety-six percent (96%) 
of fire chiefs in the survey reported that they have attended a college or university 
Ninety-five percent (95%) of city managers in this survey reported that they have
attended a college or university.
Among the respondents, fifty-one percent (51%) reported having a bachelor’s degree. 
Twenty-six percent (26%) of respondents have an associate’s degree while another 
eighteen percent (18%) have a master’s degree. Two percent (2%) of respondents do not 
have a degree of any type. The remaining one percent (1%) hold doctoral degrees.
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Table 2: Table of degrees held 
Fire cMefs
Degree Percent Number
Bachelor's 51% 255
Associate 30% 149
Master's 16% 79
No Degree 2% 9
Doctorate 1% 6
City managers
Degree Percent Number
Bachelor’s 51% 72
Master's 27% 38
Associate 21% 29
No Degree 7% 1
Doctorate 0 0
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 13.421® 4 .009
Likelihood Ratio 14.416 4 .006
Linear-by-Linear
Association 8.129 1 .004
N of Valid Cases 638
a. 3  cells (30.0%) have expected count less than 5. The 
minimum expected count is 1.32.
When comparing the two groups, it can be seen that the fire chiefs have a greater 
percentage of associate and doctoral degrees, as well as a greater percentage without any 
degree at all. City managers, there&re, have the greatest percentage of master's degrees.
The ^propriate Chi-Square measure linear by linear association used to analyze the 
respondents' educational levels indicates a significant comparison at the .004 levels, close 
to the desired .000 outcome.
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The survey shows that of the six hundred eighteen (618) respondents that have a 
degree, 139 (22%) received them between the years 2000 and 2002 (modal category). 
Most respondents had earned their degrees by 1988. However, between 1955 and 1974, 
only sixty (60) respondents, ten percent (10%), had earned a degree. Beginning in 1975, 
the percentage of respondents who earned degrees rose sharply. Forty percent (40%) of 
respondents (N=254) earned their degrees during the five-year span between 1995-2000.
160
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a d .  Dev = 9.95 
Mean = 1988.3 
N = 618,00
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Q30
Figure 1: Dates of last degree earned
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Question 30 of the survey addresses the date of last earned degree (Q30)
POSITION: 1 Fire C hief
140
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Mean » 1988.8 
N “  478.00
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0 3 0
Figure 2; Date of last degree earned by fire chiefs
The survey results show that of the 478 fire chiefs that earned a degree, 118 (25%) 
earned their degrees between 2000 and 2002 (modal category). On average, fire chiefs 
had earned their degrees by 1988. However, about a third of fire chiefs who responded 
(N=l 66) earned their degrees during a fifteen year period between 1975 and 1990. An 
additional third (N=161) earned their degrees between 1990 and 2000.
City managers also responded to the question of date of their last degree.
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POSITION: 2 City Manager
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Figure 3: Date of last degree earned for city managers
The results show of the 140 city mangers that have earned a degree, twenty-two 
percent of city managers (N=31) received their degrees in 1995 (modal category). On the 
average, however, city managers earned their degrees by 1986, typically between 1975 
and 1985. The remaining fifteen percent of city managers earned their degrees between 
2000 and 2002.
Survey questions directed at promotional responses found that of the 759 city 
manager respondents that reported on their latest promotion, 55 percent (55%) (N=44) 
received them between 2000 and 2002. Twenty-five percent (25%) of the respondents 
(N=197) received their latest promotion between 1995 and 2000 and eighty percent 
(80%) of respondents received their last promotion prior to 1995.
50
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Curriculum Perception and the Accreditation Process 
In reviewing the area of curriculum and accreditation, the city managers disagreed 
less often than fire chiefs but agreed more strongly when questioned about training needs 
and how the training meets the needs of the community. This difference is very 
significant at .001 on the linear by linear test and .003 on the Pearson's Chi-Square test. 
Pearson’s Chi-Square is valid if less than 20% of the needs are under 5 cases.
Table 3; Training meeting the needs of the community
C rosstab
0 2 2
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree Total
POSITION Fire Chief Count
% within POSITION
182
2B.1%
365
58.4%
66
10.6%
12
1.9%
6%
100.0%
City Count 
Manager % within POSITION
71
43.0%
80
48.5%
14
8.5%
165
100.0%
Total Count
% within POSITION
253
32.0%
445
56.3%
80
10.1%
12
1.5%
790
100:0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 13.888® 3 .003
Likelihood Ratio 15.801 3 .001
Linear-by-Linear
Association 11.471 1 .001
N of Valid Cases 790
a. 1 cells (12.5%) have expected count less than 5. The 
minimum expected count Is 2.51.
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Survey question (Q 22) inquires Wiether the training curriculum used by departments 
meet the needs of their communities
POSITION: 1 FirmChW
40
I
Q_
Q22
Figure 4; Training meeting the needs of the 
community, according to fire chiefs
Of the fire chiefs who responded, 917 (58%) “somewhat agreed,” while another 506 
(32%) “strongly agreed.” Out of the remaining respondents, all 158 (10%) “somewhat 
disagreed,” while none “strongly disagreed.”
POSITION: 2 City Manager
40
a!
022
Figure 5; Training meeting the needs of the 
community, according to city managers
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Of the city managers who responded, 324 (43%) “strongly agreed," while another 241 
(32%) “somewhat agreed." Out of the remaining respondents, all 60 (8%) “somewhat 
disagreed," while none “strongly disagreed."
strong ly  A gree S om ew hat D isagree
Som ew tiat A gree Strongly
022
Figure 6; Training meeting the needs of the 
community, according to both groups
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Table 4: Training meeting the needs of the 
community, according to both groups
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 3.619" 3 .306
Likelihood Ratio 3.575 3 .311
Linear-by-Linear
Association 2.881 1 .080
N of Valid Cases 788
a 1 cells (12.5%) have expected count less than 5. The 
minimum expected count is 3.14.
The results show that very large percentages (88%) of overall respondents agree that 
the training curriculum used by their department meets the needs of the community. Of 
those that disagree with the statement, only 2 percent (2%) (N=12) “strongly disagree.” 
In reviewing the data of both the fire chiefs and city manager’s responses, there are 
some differences to note. Ninety-one percent of city managers agree that the training 
curriculum meets the needs of its communities, while only 87 percent of fire chiefs agree 
with the statement. Within the 91%, however, fire chiefs (58%) are more likely than city 
managers (48%) to “agree somewhat” that their department’s training curriculum meets 
the needs of their communities. Neither the fire chiefs nor the city administrators 
strongly disagreed with the statement.
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Question 23 inquired whether or not the training curriculum current in use is 
developed by well-trained instructors.
POSITION: 1 Fire Chief
40
i
Û.
Somewhat A yee Slrootfy Disagree
Q24
Figure 7: Curriculum developed by well-trained 
instructors, according to fire chiefs
Of the fire chiefs who responded, 822 (52%) “somewhat agreed,” while another 506 
(32%) “strongly agreed.” Out of the remaining respondents, 221 (14%) “somewhat 
disagreed,” while 31 (2%) “strongly disagreed.”
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POSITION: 2 City Manager
I T n r
strongly Agree Swnewhat Disagree
Somewhat A yee aro n ÿ y  D ^ y e e
Q24
Figure 8: Curriculum developed by well-trained 
instructors, according to city managers
Of the city managers who responded, 354 (47%) “somewhat agreed,” while another 
294 (39%) “strongly agreed.” Out of the remaining respondents, 90 (12%) “somewhat 
disagreed,” while 15 (2%) “strongly disagreed.”
g 0
strongly Agree Som ew hat Disagree
Som ew hat Agree Strongly D isagree
Q23
Figure 9: Curriculum developed by well-trained 
instructors, according to both groups
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City managers tended to strongly agree with the statement that the department 
training curriculum is developed by well-trained instructors. Eighty-four percent (84%) 
of all respondents agree that well-trained instructors develop their department's training 
curriculum.
Question 24 inquires whether the department’s training curriculum is reviewed and 
updated on a regular basis.
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Figure 10. Curriculum reviewed and updated, 
according to fire chiefs
Of the fire chiefs who responded, 318 (51%) “somewhat agreed,” while another 175 
(28%) “strongly agreed." Out of the remaining respondents, 110 (17.6%) “somewhat 
disagreed," while 21 (3.4%) “strongly disagreed."
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Figure 11 : Curricuhmi reviewed and updated,
according to city managers
Of the city managers who responded, 69 (41.8%) “somewhat agreed,” while another 
65 (39.4%) “strongly agreed.” Out of the remaining respondents, 26 (15 .8%) “somewhat 
disagreed,” while 5 (3%) “strongly disagreed.”
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Figure 12: Curriculum reviewed and updated, 
according to both groups
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The survey shows thal of the twenty percent (20%) of the respondents that disagree, 
only 3 percent (3%) "strongly disagree." When looking at the data collected on the 6re 
chie6 and city managers, there is not much difference. More than half (51%) of the f  re 
chiefs "somewhat agree" that their department's training curriculum is reviewed and 
updated on a regular basis and by a very slight margin City managers (81%) are more 
likely to agree with the statement than the fire chiefs (79%).
Financial Perceptions About Accreditation 
Question 6 (Q 6) inquires about whether or not accreditation is worth the money
involved.
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Figure 13: Accreditation worth the money, 
according to fire chiefs
Of the fire chiefs who responded, 263 (42.4%) "somewhat agreed," while another 
1784 (28.2%) "strongly agreed." Out of the remaining respondents, 138 (22.3%) 
"somewhat disagreed," while 44 (7.1%) "strongly disagreed."
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Figure 14: Accreditation worth the money, 
according to city managers
Of the city managers who responded, 71 (43 .8%) “somewhat agreed,” while another 
46 (28.4%) “strongly agreed.” Out of the remaining respondents, 39 (24.1%) “somewhat 
disagreed,” while 6 (3.7%) “strongly disagreed.”
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Figure 15: Accreditation worth the money, 
according to both groups
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In looking at data collected on the hnancial perception of accreditation and whether 
accreditation is worth the money involved, there were some minor diGerences in opinion 
between hre chiefs and city managers on this issue, but none are statistically signiGcant. 
Seventy-one percent of all respondents agree to some level that accreditation is worth the 
money. The survey shows that forty-three percent of all respondents "somewhat agree" 
that accreditation is worth the money, as this was the most selected answer (N=334). Of 
the twenty-nine percent of respondents that disagree with the statement, six percent 
(N=50) “strongly disagree.”
Question 7 inquired whether or not accreditation will require additional funding for 
the department.
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Figure 16; Additional funding required, 
according to Gre chie6
Of the Gre chiefs Wio responded, 329 (53.5%) "strongly agreed," while another 214 
(34.8%) "somewhat agreed." Out of the remaining respondents, 63 (10.2%) "somewhat 
disagreed," while 9 (1.5%) "strongly disagreed."
61
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
POSITION: 2 City Manager
40
2
CL
Sûnonÿy Agree Somewhat Somewhat Disagree
Figure 17: Additional funding required,
according to city managers
Of the city managers who responded, 83 (50.9%) “strongly agreed,” while another 52 
(31.9%) “somewhat agreed.” Out of the remaining respondents, 28 (17.2%) “somewhat 
disagreed,” while none “strongly disagreed.”
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Figure 18: Additional funding required, 
according to both groups
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Overall, eighty-seven percent of survey respondents are in agreement that 
accreditation will require additional funding. More than half (53%) of all respondents
“strongly agree” with the statement while only nine respondents (1%) “strongly 
disagreed” that accreditation will require additional funding. (See table, page 27)
In reviewing data collected on both the hre chiefs and city manager, there is not
much difference in their views of as more than half of fire chiefs (53%) and city 
managers (51%) “strongly agree” that accreditation will require additional funding. No 
city managers “strongly disagreed” with this statement.
Table 5: Accreditation and funding required
C rosstab
021
Strongly Somewhat Somewhat Strongly
Agree Agree Disagree Disagree Total
POSITION Fire Chief Count 158 347 101 20 626
% within POSITION 25 2% 55.4% 161% 3.2% 100.0%
City Manager Count 47 76 36 6 165
% within POSITION 28.5% 46.1% 21.8% 3.6% 100.0%
Total Count 205 423 137 26 791
% within POSITION 25.9% 53.5% 17.3% 3.3% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 5.188* 3 .159
Likelihood Ratio 5.117 3 .163
Linear-by-Linear
Association .256 1 .613
N of Valid Cases 791
8 0  cells (.0%) have expected count less than 5. The 
minimum expected count Is 5.42.
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Question 21 inquires whether or not the department maintains an adequate supply of 
nudendand(xpnpnM%A for training.
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Figure 19; Department maintains an adequate 
supply of material and equipment, 
according to fire chiefs
Of the fire chiefs who responded, 347 (55.4%) “somewhat agreed,” while another 158 
(25.2%) “strongly agreed.” Out of the remaining respondents, 101 (16.1%) “somewhat 
disagreed,” while 20 (3.2%) “strongly disagreed.”
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Figure 20: Department maintains an adequate supply 
of material and equipment, according 
to city managers
Of the city managers who responded, 76 (46.1%) “somewhat agreed,” while another 
47 (20.5%) “strongly agreed.” Out of the remaining respondents, 36 (21.8%) “somewhat 
disagreed,” while 6 (3.6%) “strongly disagreed.”
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Figure 21: Department maintains an adequate supply 
of material and equipment, according 
to both groups
65
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
When looking at the data collected on the Snancial bearing or adequate supply of 
materials and equipment for training, the survey shows that a lower percentage of city 
managers disagreed with the fire chiefs, but the difference is not statistically significant. 
The survey also shows that a combined seventy-nine percent (79%) of total respondents 
agree that their departments maintain an adequate supply of materials and training 
equipment. Specifically, more than half (53%) of respondents answered that they 
“somewhat agree” with the statement. Of the 20 percent of respondents that disagree 
with this statement, only 3% (N=26) “strongly disagree.”
But, when comparing the data collected of fire chiefs and city managers, there are 
some diflFerences. The survey shows that fire chiefs (80%) are more likely than city 
managers (74%) to agree that their departments have an adequate supply of material and 
equipment for training. Twenty-two percent of city managers disagreed somewhat with 
the statement, compared to sixteen percent of fire chiefs that somewhat disagreed.
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Instructional StafBng and the Accreditation Process 
Question 17 inquired on whether or not current in-house training staff is qualified
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Figure 22: In-house staff is qualified, 
according to fire chiefs
Of the fire chiefs who responded, 327 (52.7%) “somewhat agreed,” while another 204 
(32.9%) “strongly agreed.” Out of the remaining respondents, 76 (12.2%) “somewhat 
disagreed,” while 14 (2.3%) “strongly disagreed.”
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Figure 23: In-house staff is qualified, according 
to city managers
Of the city managers who responded, 75 (45.5%) “somewhat agreed,” while another 68 
(41.2%) “strongly agreed.” Out of the remaining respondents, 20 (12.1%) “somewhat 
disagreed,” while 2 (1.2%) “strongly disagreed.”
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Figure 24: In-house staff is qualified, 
according to both groups
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Looking at the survey question on current in-house training stafT qualihcations, the 
survey indicates that both groups tend to agree that current stafTis qualified, although city 
managers tend to agree more strongly than fire chiefs do. These differences are not 
statistically significant at the standard .05 level. The survey shows that within the eighty- 
six percent (86%) of the ovo-all respondents 51% somewhat agree and 35% strongly 
agree. Of the fourteen percent (14%) of the overall respondents that disagree, 12 percent 
(12%) “somewhat disagree” and 2 percent (2%) “strongly disagree.” When looking at the 
data collected from fire chiefs and city managers, there is not much difference.
Question 18 inquired whether or not instructional staff should be licensed by the 
state’s Department of Education.
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Figure 25: Instructional staff should be licensed, 
according to fire chiefs
Of the fire chiefs who responded, 256 (41.2%) “somewhat disagreed,” while another 
172 (27.7%) “strongly disagreed.” Out of the remaining respondents, 140 (22.5%) 
“somewhat agreed,” while 53 (8.5%) “strongly agreed.”
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Figure 26: Instructional staff should be licensed, 
according to city managers
Of the city managers who responded, 71 (43.8%) “somewhat disagreed,” while 
another 53 (32.7%) “strongly disagreed.” Out of the remaining respondents, 31 (19.1%) 
“somewhat agreed,” while 7 (4.3%) “strongly agreed.”
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Figure 27: Instructional staff should be licensed, 
according to both groups
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Both hre chiefs and city managers tend to disagree with the statement that 
"instructional stafF should be licensed by the state's Department of Education."
The linear by linear test yields a significance of .033 for this relationship.
In the survey for this question, a very high percentage of respondents (71%) disagree. 
The most cited answer was “somewhat disagree” by 42% of the respondents, and of the 
30% of respondents that agree that instructional staff should be licensed by the state’s 
Department of Education, 8% “strongly agree,” while 22% “somewhat agree.”
In comparing results between fire chiefs and city managers, there are some 
differences. Seventy-seven percent of city managers disagree that instructional staff 
should be licensed by the state’s Department of Education, compared to 69 percent of fire 
chiefs that think the same.
Question 19 inquired whether or not there is an adequate number of instructional 
staff within their departments.
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Figure 28: Adequate number of instructional staffs 
according to fire chiefs
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Of the Sre chiefs who responded, 237 (38.0%) "somewhat disagreed," while another 
90 (14.4%) "strongly disagreed." Out of the remaining respondents, 215 (34.5%)
“somewhat agreed,” while 81 (13%) “strongly agreed.”
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Figure 29; Adequate number of instructional staff, 
according to city managers
Of the city managers who responded, 67 (40.6%) “somewhat agreed,” while another 
21 (12.7%) “strongly agreed.” Out of the remaining respondents, 45 (27.3%) “somewhat 
disagreed,” while 32 (19.4%) “strongly disagreed.”
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Figure 30; Adequate number of instructional staff, 
according to both groups
Results indicated that by a slight margin, respondents, overall, are more likely to 
disagree (51%) than agree (49%) that there is an adequate number on instructional staff 
within the department. However, thirty-six percent of respondents (N=282) who agreed, 
answered that they “somewhat agree,” resulting in the same number who answered that 
they “somewhat disagree.”
When looking at the data from fire chiefs and city managers, there are, again, some 
differences. By a margin of 6 percentage points, city managers (54%) are more likely 
than fire chiefs (48%) to agree that there is an adequate number of instructional staff 
within the department. Fire chiefr were most likely to “somewhat disag^ee" with the 
statement, as reflected by the thirty-eight percent (38%) of respondents who selected this 
answer. City administrators are most likely to “somewhat disagree" that there is an 
adequate number of instructional staff within the department, since forty-one percent 
(41%) selected it.
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Training and the Accreditation Process 
Question 20 inquired whether or not instructional stafT attends training seminars to
maintain certifications.
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Figure 31 : Instructional staff attends seminars to maintain 
certifications, according to fire chiefs
Of the fire chiefs who responded, 295 (47.1%) “somewhat agreed,” while another 198 
(31.6%) “strongly agreed.” Out of the remaining respondents. 111 (17.7%) “somewhat 
disagreed,” while 22 (3.5%) “strongly disagreed.”
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Figure 32: Instructional staff attends seminars to maintain 
certifications, according to city managers
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Of the city managers who responded, 74 (44.8%) "somewhat agreed,” while another 
58 (35.2%) "strongly agreed." Out of the remaining respondents, 22 (13.3%) "somewhat 
disagreed,” while 11 (6.7%) “strongly disagreed.”
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Figure 33; Instructional staff attends seminars to maintain 
certifications, according to both groups
Looking at training and training staff attending seminars to maintain certifications, 
the survey shows that seventy-nine percent (79%) of the respondents (32% strongly 
agreed, 47% somewhat agree) agree that their instructional staff attends training seminars 
to maintain classifications and only 4% (N=33) reported that they strongly disagree that 
their instructional staff attends training seminars to maintain certifications. When 
looking at data provided by the fire chiefs and city managers, there are not many 
differences.
Question 25 inquires whether or not their department's training curriculum addresses 
the needs for the technical and/or specific rescues.
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Figure 34: Training curriculum addresses the needs 
for the technical and/or specific rescues, 
according to fire chiefs
Of the fire chiefs who responded, 307 (49%) “somewhat agreed,” while another 204 
(32.6%) “strongly agreed.” Out of the remaining respondents, 93 (14.9%) “somewhat 
disagreed,” while 22 (3.5%) “strongly disagreed.
POSITION; 2 City Manager
50
30
20
10
CL 0
Somewhat DiM yee
S t r w ^  Dieagree
025
Figure 35: Training curriculum addresses the needs for 
the technical and/or specific rescues, 
according to city managers
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Of the city managers who responded, 78 (47.3%) “somewhat agreed," while 
another 67 (40.6%) “strongly agreed." Out of the remaining respondents, 16 (9.7%) 
“somewhat disagreed,” while 4 (2.4%) “strongly disagreed.”
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Figure 36: Training curriculum addresses the needs 
for the technical and/or specific rescues, 
according to both groups
The survey shows that eighty-two percent (82%) of total respondents agree. Within 
that number, 24% strongly agree while 49% somewhat agree that their department’s 
training curriculum addresses the needs for technical and/or specific rescues. Of the 
seventeen percent of respondents that disagree, only a very small number (3%) “strongly 
disagreed.”
When looking at the data of fire chie& and city managers, there are some difierences. 
By a margin of 6 percentage points, mty managa-s (88%) are more likely than fire chie&
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(82%) to agree with the statement and this relationship is signiEcant at .023 using the 
linear by linear test
Question 8 inquired whether or not accreditation will make a department more 
qualiûed.
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Figure 37: Accreditation will make departments 
more qualified, according to fire chiefs
Of the fire chiefs who responded, 274 (44.3%) “somewhat agreed,” while another 143 
(23.1%) “strongly agreed.” Out of the remaining respondents, 150 (24.2%) “somewhat 
disagreed,” while 52 (8.4%) “strongly disagreed.”
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Figure 38; Accreditation will make departments 
more qualified, according to city managers
Of the city managers who responded, 73 (45.3%) “somewhat agreed,” while another 
38 (23.6%) “strongly agreed.” Out of the remaining respondents, 36 (22.4%) “somewhat 
disagreed,” while 14 (8.7%) “strongly disagreed.”
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Figure 39: Accreditation will make departments 
more qualified, according to both groups
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There were no statistically signiGcant diSerences in opinion between fire chiefs and 
city managers. The survey shows that 32 percent (32%) of respondents that disagree and 
8 percent (8%) strongly disagree and when looking at the data provided by the 5re chiefs 
and city managers, there was not much diSerence.
Question 15 inquired whether or not accreditation will require your department to add 
training and instructional staff.
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Figure 40: Accreditation will require departments to 
add training and instructional staff, 
according to fire chiefs
Of the fire chiefs who responded, 240 (39.2%) “somewhat agreed,” while another 120 
(19.6%) “strongly agreed.” Out of the remaining respondents, 223 (36.4%) “somewhat 
disagreed,” while 30 (4.9%) “strongly disagreed.”
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Figure 41; Accreditation will require departments to add 
training and instructional staff, 
according to city managers
City managers were most likely to answer that they “somewhat disagree” that 
accreditation will require additional training and instructional staff (42%).
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Figure 42: Accreditation will require departments to 
add trmning and instructional staffs 
according to both groups
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When looking at the accreditation and the additional staff to department, the survey 
indicated that the city managers were somewhat more likely to disagree with this question
than the fire chiefs were. This cross-tabulation is significant on the Pearson’s Chi Square 
at .05 and the linear by linear measure at .027. The survey also shows that respondents 
are generally more likely to agree (57%) than disagree (44%) that accreditation will
require additional staffing and training for their department. Thirty-eight percent (38%) of 
respondents (N=290) said that they “somewhat agree” with the statement and an equal 
number (N=290) said that they “somewhat disagree” with the statement.
When contrasting the data between fire dnefs and city managers, there are some 
differences. By a margin of 10 percentage points, fire chiefs (49%) are more likely than 
city managers (49%) to agree that accreditation will require the addition of training and 
instructional staff. City managers were most likely to answer that they “somewhat 
disagree” that accreditation will require additional training and instructional staff (42%). 
Fire chiefs were most likely to answer that they “somewhat disagree” that accreditation 
will require additional training and instructional staff (39%).
Question 16 inquired whether or not all certifications and training received by their 
agencies are equal.
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Figure 43; Certifications and training received by 
agencies are equal, according to fire chiefs
Of the fire chiefs who responded, 258 (43.6%) “somewhat disagreed,” while another 
135 (22.3%) “strongly disagreed.” Out of the remaining respondents, 171 (28.3%) 
“somewhat agreed,” while 41 (6.8%) “strongly agreed,”
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Figure 44: Certifications and training received by 
agencies are equal, according to city managers
Of the city managers who responded, 64 (40.5%) “somewhat disagreed,” while 
another 41 (25 .9%) “strongly disagreed.” Out of the remaining respondents, 44 (27.8%) 
“somewhat agreed,” while 9 (5.7%) “strongly agreed.”
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Figure 45: Certifications and training received by 
agencies are equal, according to both groups
It is found that the data shows that only 35 percent (35%) of respondents agree that all 
certifications and training received by the department are equal. Of that 35% who agree, 
seven percent (7%) “strongly agree” while 28 percent (28%) “somewhat agree.” The 
largest percentage of respondents (42%) indicated that they “somewhat disagree” that all 
certifications and training received by their departments are equal, while 23% “strongly 
disagree. Looking at the data of the fire chiefs and city managers, there is not much 
difference in their responses.
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Perceived BeneSts
Question 26 inquired whether or not on site or peer evaluation is an effective 
evaluation tool.
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Figure 46; Peer evaluation is an elective 
evaluation tool, according fire chiefs
Of the fire chiefs who responded, 350 (56.5%) “somewhat agreed,” while another 185 
(29.9%) “strongly agreed.” Out of the remaining respondents, 79 (12.8%) “somewhat 
disagreed,” while 5 (.8%) “strongly disagreed.”
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Figure 47: Peer evaluation is an effective 
evaluation tool, according 
to city managers
Of the city managers who responded, 84(51.2%) “somewhat agreed,” while another 
58 (35.4%) “strongly agreed.” Out of the remaining respondents, 20 (12.2%) “somewhat 
disagreed,” while 2 (1.2%) “strongly disagreed.”
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Figure 48; Peer evaluation is an effective 
evaluation tool, according 
to both groups
On site and peer evaluation as an effective evaluation tool showed that a very 
large percentage (86%) of respondents agreed with the statement. Of those 
respondents, more than half (55%) “somewhat agreed” and 31 percent (31%)
“strongly agreed.” Of the 14 percent (14%) of respondents that disagree, only 7 
or 1% strongly disagreed with the statement.
The main difference between city managers and fire chiefs is that city managers 
(35%) are more likely than fire chiefs (30%) to “strongly agree” that the on site or peer 
evaluation is an effective evaluation tool.
Question 27 inquired whether or not the selection of the on-site evaluation members 
is based on standard criteria.
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Figure 49: The selection of the on-site evaluations 
of members is based on standard criteria, 
according to fire chiefs
Of the fire chiefs who responded, 333 (57.4%) “somewhat agreed,” while another 97 
(16.7%) “strongly agreed.” Out of the remaining respondents, 135 (23.3%) “somewhat 
disagreed,” while 15 (2.6%) “strongly disagreed.”
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Figure 50: The selection of the on-site evaluations 
of members is based on standard criteria, 
according to city managers
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Of the city managers who responded, 96 (61.5%) "somewhat agreed,” while another 
23 (14.7%) "strongly agreed.” Out of the remaining respondents, 30 (19.2%) "somewhat 
disagreed,” while 7 (4.5%) "strongly disagreed.”
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Figure 51 : The selection of the on-site evaluations 
of members is based on standard criteria, 
according to both groups
When questioning the selection of the on-site evaluation is based on standard criteria, 
the survey shows that three quarters of the respondents agree and of those that agree, 58 
percent (58%) "somewhat agreed” and 16% "strongly agreed” with the statement. City 
managers (77%) were slightly more likely to agree than fire chiefs (74%) that the 
selection of the on-site evaluation team is based on standard criteria.
Question 9 inquired whether or not accreditation will make your department more 
prepared.
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Figure 52: Accreditation will make departments 
more prepared, according to fire chiefs
Of the fire chiefs who responded, 250 (40.5%) “somewhat agreed,” while another 197 
(31.9%) “strongly agreed.” Out of the remaining respondents, 139 (22.5%) “somewhat 
disagreed,” while 32 (5.2%) “strongly disagreed.”
POSITION; 2 City Manager
50
.0 ..
30
20
10
Ï
I  0
Figure 53: Accreditation will make departments 
more prepared, according to city managers
Of the city managers who responded, 72 (44.2%) “somewhat agreed,” while another 
52 (31.9%) “strongly agreed.” Out of the remaining respondents, 30 (18.4%) “someWiat 
disagreed,” while 9 (5.5%) “strongly disagreed.”
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Figure 54: Accreditation will make departments 
more prepared, according to both groups
Fire chiefs were more likely than city managers to disagree on the question of 
whether accreditation will make the department more prepared. The survey shows that 
nearly three quarters of all respondents reported that they think accreditation will make 
their departments more prepared, and of those that agree with the statement, 32% 
“strongly agreed” and 41% “somewhat agreed.”
When looking at the data provided by fire chiefs and city managers, there is not much 
difference. By a margin of 4 percentage points, city managers (76%) are more likely than 
fire chiefs (72%) to agree with the statement.
Question 10 inquired whether or not accreditation encourages quality improvement 
through self-assessment and peer evaluation.
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Figure 55: Accreditation encourages quality 
improvement through self-assessment 
and peer evaluation, according 
to fire chiefs
Of the fire chiefs who responded, 305 (48 .9%) “strongly agreed,” while another 261 
(41.8%) “somewhat agreed.” Out of the remaining respondents, 54 (8.7%) “somewhat 
disagreed,” while 4 (.6%) “strongly disagreed.”
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Figure 56: Accreditation encourages quality 
improvement through self-assessment 
and peer evaluation, according 
to city managers
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Of the city managers wiio responded, 89 (54.3%) "strongly agreed," while another 62 
(37.8%) "somewiiat agreed." Out of the remaining respondents, 9 (5 .5%) "somevdiat 
disagreed," while 4 (2.4%) "strongly disagreed."
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Figure 57; Accreditation encourages quality 
improvement through self-assessment 
and peer evaluation, according 
to both groups
While looking at quality improvement through self-assessment and peer evaluation, 
the survey shows that a very large percentage of the respondents (91%) agree with the 
statement and half of all respondents “strongly agreed” while 41% “somewhat agreed,” 
The main difkrence within the two groups is the degree of their agreement; 54% of city 
managers strongly agree with this statement, while 49% of the Gre chiefs agreed.
Question 12 inquired whether or not accreditation is a good form of public relations.
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Figure 58: Accreditation is a good form of 
public relations, according to fire chiefs
Of the fire chiefs who responded, 319 (51.5%) "somewhat agreed," while another 186
(30%) “strongly agreed.” Out of the remaining respondents, 108 (17.4%) “somewhat 
disagreed,” while 7 (1.1%) “strongly disagreed.”
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Figure 59: Accreditation is a good form of public 
relations, according to city managers
Of the city managers who responded, 96 (58.5%) "somewhat agreed," while another 
45 (27.4%) "strongly agreed." Out of the remaining respondents, 20 (12.2%) "somewhat 
disagreed," vdiile 3 (1.8%) "strongly disagreed."
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Figure 60; Accreditation is a good form of public 
relations, according to both groups
The survey shows that 82% of the responding subjects agree with the statement. City 
managers (86%) are more likely than fire chiefs (81%) to agree with accreditation for 
public relations purposes.
Question 13 inquired whether or not the accreditation process is good for identifying 
areas of weakness.
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Figure 61; The accreditation process is good for 
identifying areas of weakness, 
according to fire chiefs
Of the fire chiefs who responded, 324 (52.3%) “strongly agreed,” while another 250 
(40.3%) “somewhat agreed.” Out of the remaining respondents, 41 (6.6%) “somewhat 
disagreed,” while 5 (.8%) “strongly disagreed.”
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Figure 62; The accreditation process is good for 
identifying areas of weakness, 
according to city managers
Of the city managers who responded, 80 (48.8%) “strongly agreed,” while another 75 
(45.7%) “somewhat agreed.” Out of the remaining respondents, 8 (4.9%) “somewhat 
disagreed,” while 1 (.6%) “strongly disagreed.”
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Figure 63: The accreditation process is good for 
identi^ing areas of weakness, 
according to both groups
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The survey indicated that 93% agreed with the statement. Also, by a very slight 
margin, dty manners (95%) are more likely to agree with the statement than Gre chiefs 
(92%).
Question 14 inquired whether or not accreditation is good for identi^ng the quality 
of achievements
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Figure 64: Accreditation is good for identifying 
the quality of achievements, 
according to fire chiefs
Of the fire chiefs who responded, 315 (50.7%) "somewhat agreed," while another 214 
(34.5%) "strongly agreed." Out of the remaining respondents, 88 (14.2%) "somewhat 
disagreed," while 4 (.6%) "strongly disagreed."
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Figure 65: Accreditation is good for identifying the 
quality of achievements, according 
to city managers
Of the city managers who responded, 91 (55.5%) “somewhat agreed,” while another 
53 (32.3%) “strongly agreed.” Out of the remaining respondents, 19 (11.6%) “somewhat 
disagreed,” while 1 (.6%) “strongly disagreed.”
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Figure 66: Accreditation is good 6)r identifying the 
quality of adiievements, according 
to both groups
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When looking at v^ether accreditation is good for identifying the quality of 
achievements, the survey shows that 86 of the respondents agree. Of that number, 34% 
'̂ strongly agree" while 52% "somewhat agree" with that statement.
Accreditation and Agency
Question 3 inquired about the current accreditation status of their departments.
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Figure 67: Current accreditation status of 
departments, according to fire chiefs
Of the fire chiefs who responded, 280 (46.4%) are "considering" accreditation. The 
next largest categoiy, are those “not considering” accreditation and they were 139 
(23 .1%) of the respondents. Out of the remaining respondents, 110 (18 .2%) were 
"already accredited," while 74 (12.3%) were already "in process."
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Figure 68; Current accreditation status of
departments, according to city managers
Of the city managers who responded, 77 (50%) are "considering" accreditation. The
next largest category, are those “not considering” accreditation and they were 33 (21.4%) 
of the respondents. Out of the remaining respondents, 29 (18.8%) were “already 
accredited,” while 15 (9.73%) were already “in process.”
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Figure 69: Current accreditation status of 
departments, according to both groups
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In reviewing the overall results, eighteen percent of the Gre department/city managers 
contacted reported that their departments were "already accredited " Twelve percent of 
respondents reported that their departments were "in the process of accreditation." Nearly 
half of respondents (47%) reported that their departments are "considering accreditation" 
while the remaining twenty-three percent reported that they are "not considering" 
accreditation.
When comparing the data of fire chiefs and city managers, there is not much 
difference. Twelve percent of fire chiefs reported that their departments are in the 
process of accreditation, while only 10 pa ĉent of city managers reported the same. Fifty 
(50%) percent of city managers are considering accreditation while 46% of fire 
department chiefs are considering it as well.
Question 4 inquired whether or not accreditation is important to their agencies.
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Figure 70: Accreditation is important to their 
agencies, according to fire chiefs
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Of the ûre cbie& who responded, 260 (41.7%) "somewhat agreed," while another 242 
(38.8%) "strongly agreed." Out of the remaining respondents, 94 (15.1%) "somewhat 
disagreed," while 28 (4.5%) "strongly disagreed.
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Figure 71; Accreditation is important to their 
agencies, according to city managers
Of the city managers who responded, 83 (50.3%) “somewhat agreed," while another 
51 (30.9%) “strongly agreed.” Out of the remaining respondents, 23 (13 .9%) “somewhat 
disagreed,” while 8 (4.8%) “strongly disagreed.”
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Figure 72: Accreditation is important to their 
agencies, according to both groups
When looking at data collected on the importance of accreditation to agencies, the 
survey shows that both fire chiefs and city administrators agreed with this statement. Fire 
chiefs responded more strongly than city administrators, but the significance is 
insufficient to rule out error.
Question 5 inquired whether or not accreditation is worth the time involved.
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Figure 73: Accreditation is worth the time 
involved, according to fire chiefs
Of the fire chiefs vdio responded, 263 (42.2%) "somewhat agreed," while another
228 (36.6%) “strongly agreed.” Out of the remaining respondents, 104 (16.7%) 
“somewhat disagreed,” while 28 (4.5%) “strongly disagreed.
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Figure 74: Accreditation is worth the time 
involved, according to city managers
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Of the city managers who responded, 88 (53 .3%) "somewhat agreed,” while another 
52 (31.5%) "strongly agreed." Out of the remaining respondents, 22 (13 .3%) "somewhat 
disagreed," while 3 (1.8%) "strongly disagreed."
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Figure 75: Accreditation is worth the time 
involved, according to both managers
City managers were in greater agreement than fire chiefs when queried about whether 
accreditation is worth the time involved. But a lower percentage of city managers felt 
strongly about accreditation. The difference is significant at the .049 level.
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Table 6: Accreditation is worth the time involved
Crosstab
0 5
Strongly
Agree
Somewrhat
Agree
Somewhat
Disagree
Stror^ly
Disagree Total
POSITION Fire Chief Count 228 263 104 28 823
% within POSITION 36.6% 42.2% 16 .7 * 4 3 * 100.0%
City Manager Count 52 66 22 3 185
% within POSITION 31.5% 53.3% 1 3 3 * 1 .8 * 100.0%
Total Count 280 æ i 126 31 788
% within POSITION 35,5% 44.5% 16.0% 3.9% 100.0*
C hi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 7.864® 3 .049
Likelihood Ratio 8.227 3 .CKB
Linear-by-Linear
Association .261 1 .610
N of Valid Cases 788
3- 0  cells (.0%) have expected count ! 
minimum expœted count is 6.49.
i than 5. The
When looking at the data collected, the survey showed that eighty-one percent of total 
respondents agree that accreditation is worth the time involved. Of those respondents, 
36% “strongly agree” while 45% “somewhat agree.” Only 4% of respondents strongly 
disagree that accreditation is worth the time involved.
When examining the data of the fire chiefs and city managers, there are some 
differences. City administrators (85%) are more likely than fire chiefs (79%) to agree 
that accreditation is worth the time. More than half (53%) of city managers “agree 
somevdiat” that accreditation is worth the time as compared to 42% of the fire chie6 that 
“somewhat agree.” Only 3 city managers (2%) “strongly disagree” that accreditation is 
worth the time as compared to the nearly 5% of fire chiefs (N=28) who felt the same.
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Accreditation Status Analysis 
About 60% of the respondents “not considering accreditation” did not feel that 
accreditation was important to their departments. Less than 10% of those 
“considering accreditation” and less than 3% of the other categories felt that 
accreditation was not important to their departments.
There is a strong and extremely significant relationship between accreditation status 
and opinion regarding the importance of accreditation. This association attempts to be a 
major determining factor for accreditation states. Departments furthest from 
accreditation tend to disagree strongly with the statement r%arding accreditation and its 
importance to the department.
108
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Table 7: Accreditation status
Crosstab
OS
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree Total
0 3  Already Count 94 40 4 138
% within 0 3 68.1% 29.0% 2U% 100U%
In Process Count 52 31 5 1 89
% Within 0 3 58.4% 34.8% S.6% 1.1% 100.0%
Considering Count 105 204 43 4 356
% Within 0 3 29.8% 87.3% 121% 1.1% 100.0%
Not considering Count 15 60 68 24 168
% Within 0 3 8.9% 35.7% 41.1% 14.3% 100.0%
Total Count 266 335 121 29 751
% within 0 3 36.4% 44.6% 16.1% 3.9% 100.0%
C hi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 267.900® 9 .000
Likelihood Ratio % 1.443 9 .000
Linear-t>y-Linear
Association 185.891 1 .000
N of Valid C ases 751
a- 1 cells (6.3%) have expected count less than 5. The 
minimum expected count Is 3.44.
Sym m etric M easures
Value
Asymp. 
Std. Erroi^ Approx. Approx. Sig.
Ordinal by Ordinal Spearman Correlation 
N of Valid Cases
.519
751
.029 16.605 .000®
a Not assuming the null hypothesis.
b. Using the asymptotic standard error assuming the null hypothesis.
c. Based on normal approximation.
Respondents not considering accreditation tend to feel that accreditation was not 
worth the time involved much more oAen than the other groups, and about 54% of those 
not considering accreditation felt that it was not worth the time involved There is a 
strong assodation between not considering accreditation and not keling that it is worth 
the time involved. There is a less than .05% chance that this association is due to 
coincidence as seen in tables.
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Table 8: Not considering accreditation
Crosstab
0 5
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree Total
0 3  Already Count 94 40 4 136
% within 0 3 68.1% 29.0% 2.9% 100.0%
In Process Count 52 31 5 1 œ
% within 0 3 56.4% 343% 5.6% 1.1% 100.0%
Considering Count 105 204 43 4 356
% within 0 3 3 .5 % 57.3% 12.1% 1.1% 100.0%
Not considering Count 15 60 69 24 168
% within 0 3 6.9% 35.7% 41.1% 143% 100.0%
Total Count 286 a æ 121 29 751
% within 0 3 35.4% 44.6% 16.1% 3.9% 100.0%
C hi-Square T ests
Value df
Asymp. Sig. 
(2-aded)
Pearson Chi-Square 267.900® 9 .000
Likelihood Ratio 251.443 9 .000
Linear-by-Linear
Association 185.891 1 .000
N of Valid Cases 751
a 1 ceils (6.3%) have expected count less than 5. The 
minimum expected count is 3.44.
Syrranetrlc M easures
Value
Asymp. 
Std. Error̂ Approx. Approx. Sig.
Ordinal by Ordinal Spearman Correlation 
N of Valid Cases
.519
751
.029 16.606 .000®
a Not assuming the null hypothesis.
b. Using the asymptotic standard error assuming the null hypothesis.
c. Based on normal approximation.
The question regarding whether accreditation is worth the money involved showed 
that departments not considering accreditation were much more likely than other groups 
to fed that it was not worth the money involved. There is a significant and strong linear 
relationship between accreditation states and feeling that accreditation is worth the money 
involved. It appears that financial position is a mtyor predictor of accreditation status.
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Table 9: Accreditation worth and not considering accreditation
Crosstab
0 6
Strongly Somewhat Somewhat Strongly
Agree Agree Disagree Disagree Total
0 3  Already Count 80 48 9 137
% within 0 3 58.4% 36.0% 6.6% 100.0%
In Process Count 47 31 8 2 88
% within 0 3 53.4% 36.2% 8.1% 2.3% 100,0%
Considering Count 71 203 72 8 354
% within 0 3 20.1% 57.3% 20.3% 2.3% 100.0%
Not considering Count 12 36 82 37 167
% within 0 3 7.2% 21.6% 49.1% 22.2% 100.0%
Total Count 210 318 171 47 746
% within 0 3 28.2% 42.6% 223% 6.3% 100.0%
Chi-Square Tests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 296.132® 9 .000
Likelihood Ratio 279.TO6 9 .000
Linear-by-Linear
Association 197.234 1 ,000
N of Valid C ases 746
a 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 5.54.
Syiranetric Measures
Value
Asymp. 
Std. Errof Approx. Approx. Sig.
Ordinal by Ordinal Speannan Correlation 
N of Valid Cases
.537
746
.029 17.344 .000®
a Not assuming the null hypothesis.
b Using the asymptotic standard error assuming the null hypothesis,
c. Based on normal approximation.
In accreditation and perceived funding, respondents whose departments were already 
accredited were more likely to feel that accreditation would not require additional funding 
compared to those respondents considering accreditation.
When looking at accreditation and department qualifications, departments that are 
accredited or in the process of accreditation are more likely to believe that accreditation 
will make them more qualified than those that were not. There is a significant association
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between a department's accreditation status and feelii% that accreditation makes their 
departments more qualiGed as seen in the tables below.
Table 10: Aco^tation and dq)artment qualifcations
Crosstab
0 8
Strongly Somewhat Somewhat Strongly
Agree Agree Disagree Disagree Total
0 3  Already Count 56 57 19 4 136
% within 0 3 41.2% 41.9% 14.0% 2.9% 100.0%
In Process Count 26 46 13 3 88
% within 0 3 29.5% 52.3% 14.8% 3.4% 100.0%
Considering Count 77 164 91 22 354
% within 0 3 21.8% 46.3% 25.7% 6.2% 100.0%
Not considering Count 17 63 56 33 169
% within 0 3 10.1% 37.3% 33.1% 19.5% 100-0%
Total Count 176 330 179 62 747
% within 0 3 23.6% 44.2% 24.0% 8.3% 100.0%
Chi-Square Tests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 86.384® 9 .000
Likelihood Ratio 82.840 9 .000
Linear-by-Linear
Association 69.932 1 .000
N of Valid Cases 747
a 0  ceils (.0%) have expected count less than 5. The 
minimum expected count Is 7.30.
Symmetric Measures
Value
Asymp. 
Std. Error® Approx. Approx. Sig.
Ordinal by Ordinal Spearman Correlation 
N of Valid Cases
.314
747
.034 9.013 .o o y
a. Not assuming the null hypothesis.
b. Using the asymptotic standard error assuming the null hypothesis.
c. Based on normal approximation.
The dq)artments that were accredited or in the process of accreditation were more 
likely to feel strongly that accreditation increases preparedness. Those respondents who 
were considering accreditation were somewhat less likely to agree. There is a signiGcant 
association between the belief that accreditation increases preparedness and accreditation
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status. Departments that agree with this statement are more likely to be accredited than 
those that are not.
In looking at accreditation and the potential for heightened standards through self- 
assessment, the survey revealed that those departments already accredited or in the 
process of accreditation encouraged self-improvanent and those not considering
accreditation disagreed. There is a small but significant and somewhat linear association 
between accreditation status and feeling that accreditation encourages self improvement. 
This relationship is not entirely linear, so the coefficient is longer than the actual strength 
of the relationship.
When looking at accreditation and a department’s ability to provide services to a 
community, the survey shows that departments that were accredited or in the process of 
accreditation were most likely to believe that accreditation would provide a detailed 
evaluation of the department to the community. Looking at accreditation as a good form 
of public relations, they believe, and those departments that were accredited or in the 
process of accreditation were most likely to agree with this statement.
In identifying areas of weakness, departments not considering accreditation were 
somewhat more likely to disagree with this statement. There is a significant but weak 
linear association between accreditation status and feelings regarding accreditation as a 
good way of identifying weaknesses. The differences were largely confined to one 
category, so the coefihcient is small.
The dq)artments considering accreditation were more likely to disagree that, 
accreditafion and its process is good for identifying achievements Accredited 
departments were most likely to disagree with the statement that accreditation would 
require additional training and staff Although those respondents considering
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accreditation were most likely to agree and those not considering accreditation tended to 
agree most strongly.
The departments considering accreditation were most likely to feel that they did not 
have adequate instructional staff Also, those departments not considering accreditation 
felt more strongly that they do not have enough instructional staff
Both accredited departments and those departments in the process of accreditation 
were the most likely to feel like they had an adequate supply of materials and equipment 
for training. These same groups felt that they had adequate training and curriculum for 
technical and/or specific results.
Accredited departments and those in the accreditation process both believed that the 
on-site peer evaluation is an effective evaluation tool as long as the members selected 
were based on standard criteria.
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CHAPTERS
SUMMARY, CONCLUSIONS, AND 
RECOMMENDATIONS FOR 
FURTHER STUDY
Summary
The purpose of this study was to analyze the potential impact of current applications
of models of accreditation in the firefighting profession. Both process and input/output 
criteria of the accreditation process were analyzed to determine if the perceptions of 
administrators and/or supervisors of firefighting units, and the conditions associated with 
such accreditation would affect the curriculum, finances and instructional staffing among 
professional fire fighters in the western region of the United States.
The following questions directed this research:
1. What were the perceptions of leaders in firefighting units as to the effects of 
accreditation on the curriculum content and program areas taught at the fire 
training center?
2. What were the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on fire department budgets?
3. What were the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the size and current instructional levels of staff?
4. What were the perceptions of leaders in firefighting units as to the effects of the 
accreditation process on the level of preparedness required of the firefighter?
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Accreditation
The vast m^ority (82%) of fire departments in the Western United States are 
currently not accredited. Including the 12 percent of departments that are currently 
undergoing accreditation, fewer than one in three departments are, or will in the near 
future be accredited. Also one in four departments (23%) are not even considering
accreditation. This is somewhat surprising, since the overwhelming majority (80%) 
believe that accreditation is worth both the time and the money involved. This attitude is 
shared by both city managers and fire chiefs.
The m^or reason for this vast difference seems to be money Almost all respondents 
(87%) agree that more funding for their departments will be necessary to go through the 
accreditation process. Both city managers and fire chiefs completely agree on the issue 
of the need for more funding. The respondents also agree that both internal and external 
factors play into the decisions whether to go through accreditation. Actual assessment 
seems to be more important than public relations (PR). Although four out of five 
respondents (82%) agree that accreditation is a good form of public relations, only 29% 
"agree strongly", while 52% "strongly agree" that accreditation identifies weaknesses and 
almost every respondent (93%) agrees at least somewhat that weaknesses can be 
identified when going through accreditation.
The department’s readiness levels for accreditation vary widely. The group almost 
splits in perfect halves when asked about adequate instructional staffing levels in their 
departments. While 49% agree that they have enough instructors, 51% disagree. Almost 
all (84%) agree that the instructors they do have are well qualified
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Comparison
The fire department accreditation study contains two sub-groups: city managers and 
fire chiefs. Both play an equally important role when it comes to accreditation.
However, these roles are different. City managers usually oversee several departments, 
while fire chiefs only represent the fire department.
That being said, many of the questions did not show significant differences between 
the opinions of city managers and the fire chiefs. For instance, both agree that 
accreditation is worth the money involved: 28% of city managers and fire chiefs 
"strongly agree" with that statement, while 44% of city managers and 42% of fire chiefs 
"agree somewhat”. A large majority of managers (83%) and fire chiefs (88%) also agree 
that accreditation will require additional funding. Statistically speaking, the fire chiefs 
agree more frequently than managers, though the actual difference is only 5 points.
Regarding the time involved in accreditation, there is a statistically significant 
difference. City managers tend to agree more than fire chiefs that the time spent on 
accreditation is worth the result. As with the previous question, both city managers 
(85%) and fire chiefs (79%) overwhelmingly agree that accreditation is worth the time. 
Both groups seem to agree that accreditation is worth the time and money involved 
because they agree that accreditation will make their department more prepared (city 
managers 76% and fire chiefs 72%), and because accreditation is viewed as good public 
relations (city managers 86% and fire chiefs 82%) There is no statistically significant 
difference between the groups regarding either of those questions.
When assessing the current state of training, there is some disagreement between city 
managers and fire chiefs. When asked if the curroit training curriculum meets the needs 
of the community, again, almost all of the respondents agreed that it does, however, 43%
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of city managers agree, while 29% of fire chiefs agree strongly. Another 49% of city 
managers and 58% of fire chiefs agree that the current training curriculum meets the 
needs of the community. Although no data were collected to prove this point, the 
difference may be explained by the different roles played by city managers and fire 
chiefs. City managers have a more theoretical approach, while fire chiefs answer 
questions about curriculum by comparing it to their own field experiences.
Both groups come together again in agreeing that well-trained instructors have 
developed their training curriculum and that their current training staff is qualified. There 
is not statistical difference between the groups: 87% of city managers and 84% of fire 
chiefs agree that the curriculum was developed by well-trained instructors, and 86% 
respectively believe that their house staff is qualified However, these numbers drop 
when city managers and fire chiefs are asked about having an adequate number of 
training staff. Only 53% of city managers and 48% of fire chiefs state that they have 
enough training staff. Not surprisingly, a similar percentage of city mangers (59%) and 
fire chiefs (59%) believe that accreditation would require additional training staff.
Implications for Further Study 
The study of accreditation of the fire services provides some interesting results. In 
terms of its perception, the curriculum revealed the financial impact of accreditation and 
the instructional staffing needs appear to be in direct confiict with departments that are 
either already accredited or in the process of accreditation, compared to those 
departments that are not considering the accreditation process. This confiict is ^parent 
in most areas of the survey questionnaire. \^th more than 18,000 fire d^artments in the 
United States, one can see that the accreditation process can be a challenging task, when a
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department wishes to examine the benefits of accreditation and its acceptance by the tax 
paying public Every municipality, at one time or another, must answer to the public as
to how it spends its money and what the public gets in return for public services. With 
the data collected for this study and its findings, there is an opportunity for further studies 
to be undertaken to justify additional research in this area. The following areas can be
recommended for Anther studies:
1. This study should be replicated. By doing so, it will provide additional 
information and data that may reflect support for this data
2. This study should be replicated in other geographical areas of the United States. 
This study was limited to the Western states of the United States. By enlarging 
the area, results may be compared and contrasted.
3. This study could be replicated and additional areas of the accreditation process 
could be analyzed.
4. The study instrument may be added to respondents on the internet. This could 
possibly shorten response times.
5. This study could include elected officials, as they may be involved in overseeing 
these departments.
6. This study could be done on the international level, which could justify particular 
accreditation issues.
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Conclusion
The overall perception of the accreditation process in the fire services appears to be 
gaining popularity with both the city managers and fire chiefs in the Western region of 
the United States. Both groups agree that the accreditation process is valuable to the 
public when attempting to establish a positive image.
The curriculum delivered at most of the surveyed departments appeared to be 
adequate, with sufficient materials and supplies available for all training programs. These 
programs include Emergency Medical Service (EMS), Fire Services, Hazardous 
Materials, Technical Rescues, and Special Operations. The latter is popular in career 
departments, and they also meet the needs of their respective communities.
Both city managers and fire chiefs agree on having the Fire Service establish 
requirements, as well as monitoring those who are certified as instructors. It is believed 
that each state’s Fire Marshal’s Office should monitor this process, rather than the state’s 
Department of Education.
Financially, the perception of city managers and fire chiefs appeared to be that the 
accreditation process would involve an increase in the fire service budget. However, the 
benefits of accreditation appear to be worth the time and money spent to those who have 
already spent the money to become accredited. Again, the fire department’s image would 
also improve with accreditation, fostering positive public relations.
When the two groups responded to the questions of size or numbers of staff involved, 
they agreed that in-house staff was well-trained and qualified to hold the positions of Fire 
Training Officers. Still, the fire chie6 felt that the total number of training staff was not 
adequate. Overall, both groups agreed on the preparedness of firefighters. The areas of
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special operations, technical rescues, and hazardous materials responses were closely 
matched with a small number of respondents indicating that they "strongly disagreed" 
and that they were well prepared. This attitude could possibly be related to a post 9-11- 
01 awareness related to concerns about the use of weapons of mass destruction and/or 
chemical or biological agents.
With departments that are inquiring about accreditation, it remains possible that 
departments could not only be accredited by an accrediting agency, but may also continue 
to maintain their ratings by the Insurance Services Organization (ISO). By doing so, fire 
departments have the best of both worlds, accountability through accreditation and 
respective ratings within the ISO program.
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APPENDIX 1 
FREQUENCIES
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Frequencies
Statistics
01 02
N Valid
Missing
Mean
Median
Mode
786
18
26.11
26.00
28
777
27 
25.05 
26.00
28
03
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Already 139 17.3 18.4 18.4
In Process 89 11.1 11.8 30.1
Considering 357 44.4 47.2 77.3
Not considering 172 21.4 22.7 100.0
Total 757 94.2 100.0
Missing Other 10 1.2
System 37 4.6
Total 47 5.8
Total 804 100.0
04
Valid Cumulative
Frequency Percent Percent Percent
Valid Strongly Agree 293 36.4 37.1 37.1
Somewhat Agree 343 42.7 43.5 80.6
Somewhat
Disagree 117 14.6 14.8 95.4
Strongly Disagree 36 4.5 4.6 100.0
Total 789 98.1 100.0
Missing System 15 1.9
Total 804 100.0
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05
Valid Cumulative
Frequency Percent Percent Percent
Valid Strongly Agree 280 34.8 35.5 35.5
Somewhat Agree 351 43.7 44.5 80.1
Somewhat
Disagree 126 15.7 16.0 96.1
Strongly Disagree 31 3.9 3.9 100.0
Total 788 98.0 100.0
Missing System 16 2.0
Total 804 100.0
06
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 221 27.5 28.3 28.3
Somewhat Agree 334 41.5 42.7 71.0
Somewhat
Disagree 177 22.0 22.6 93.6
Strongly Disagree 50 6.2 6.4 100.0
Total 782 97.3 100.0
Missing System 22 2.7
Total 804 100.0
07
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 412 51.2 53.0 53.0
Somewhat Agree 266 33.1 34.2 87.1
Somewhat
Disagree 91 11.3 11.7 98.8
Strongly Disagree 9 1.1 1.2 100.0
Total 778 96.8 100.0
Missing System 26 3.2
Total 804 100.0
124
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
08
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 181 22.5 23.2 23.2
Somewhat Agree 347 43.2 44.5 67.7
Somewhat
Disagree 186 23.1 23.8 91.5
Strongly Disagree 66 8.2 8.5 100.0
Total 780 97.0 100.0
Missing System 24 3.0
Total 804 100.0
09
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 249 31.0 31.9 31.9
Somewhat Agree 322 40.0 41.2 73.1
Somewhat
Disagree 169 21.0 21.6 94.8
Strongly Disagree 41 5.1 5.2 100.0
Total 781 97.1 100.0
Missing System 23 2.9
Total 804 100.0
010
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 394 49.0 50.0 50.0
Somewhat Agree 323 40.2 41.0 91.0
Somewhat
Disagree 63 7.8 8.0 99.0
Strongly Disagree 8 1.0 1.0 100.0
Total 788 98.0 100.0
Missing System 16 2.0
Total 804 100.0
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011
Valid Cumulative
Frequency Percent Percent Percent
Valid Strongly Agree 397 49.4 50.4 50.4
Somewhat Agree 310 38.6 39.4 89.8
Somewhat
Disagree 70 8.7 8.9 98.7
Strongly Disagree 10 1.2 1.3 100.0
Total 787 97.9 100.0
Missing System 17 2.1
Total 804 100.0
013
Valid Cumulative
Frequency Percent Percent Percent
Valid Strongly Agree 404 50.2 51.5 51.5
Somewhat Agree 325 40.4 41.5 93.0
Somewhat
Disagree 49 6.1 6.3 99.2
Strongly Disagree 6 .7 .8 100.0
Total 784 97.5 100.0
Missing System 20 2.5
Total 804 100.0
014
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 267 33.2 34.0 34.0
Somewhat Agree 406 50.5 51.7 85.7
Somewhat
Disagree 107 13.3 13.6 99.4
Strongly Disagree 5 .6 .6 100.0
Total 785 97.6 100.0
Missing System 19 2.4
Total 804 100.0
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Q15
Valid Cumidative
Frequency Percent Percent Percent
Valid Strongly Agree 148 18.4 19.1 19.1
Somewhat Agree 290 36.1 37.5 56.7
Somewhat
Disagree 290 36.1 37.5 94.2
Strongly Disagree 45 5.6 5.8 100.0
Total 773 96.1 100.0
Missing System 31 3.9
Total 804 100.0
016
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 50 6.2 6.6 6.6
Somewhat Agree 215 26.7 28.2 34.7
Somewhat
Disagree 322 40.0 42.2 76.9
Strongly Disagree 176 21.9 23.1 100.0
Total 763 94.9 100.0
Missing System 41 5.1
Total 804 100.0
017
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 272 33.8 34.6 34.6
Somewhat Agree 402 50.0 51.1 85.8
Somewhat
Disagree 96 11.9 12.2 98.0
Strongly Disagree 16 2.0 2.0 100.0
Total 786 97.8 100.0
Missing System 18 2.2
Total 804 100.0
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Q18
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 60 7.5 7.7 7.7
Somewhat Agree 171 21.3 21.8 29.5
Somewhat
Disagree 327 40.7 41.8 71.3
Strongly Disagree 225 28.0 28.7 100.0
Total 783 97.4 100.0
Missing System 21 2.6
Total 804 100.0
019
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 102 12.7 12.9 12.9
Somewhat Agree 282 35.1 35.8 48.7
Somewhat
Disagree 282 35.1 35.8 84.5
Strongly Disagree 122 15.2 15.5 100.0
Total 788 98.0 100.0
Missing System 16 2.0
Total 804 100.0
020
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 256 31.8 32.4 32.4
Somewhat Agree 369 45.9 46.6 79.0
Somewhat
Disagree 133 16.5 16.8 95.8
Strongly Disagree 33 4.1 4.2 100.0
Total 791 98.4 100.0
Missing System 13 1.6
Total 804 100.0
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021
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 205 25.5 25.9 25.9
Somewhat Agree 423 52.6 53.5 79.4
Somewhat
Disagree 137 17.0 17.3 96.7
Strongly Disagree 26 3.2 3.3 100.0
Total 791 98.4 100.0
Missing System 13 1.6
Total 804 100.0
022
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 253 31.5 32.0 32.0
Somewhat Agree 445 55.3 56.3 88.4
Somewhat
Disagree 80 10.0 10.1 98.5
Strongly Disagree 12 1.5 1.5 100.0
Total 790 98.3 100.0
Missing System 14 1.7
Total 804 100.0
023
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 263 32.7 33.4 33.4
Somewhat Agree 401 49.9 50.9 84.3
Somewhat
Disagree 109 13.6 13.8 98.1
Strongly Disagree 15 1.9 1.9 100.0
Total 788 98.0 100.0
Missing System 16 2.0
Total 804 100.0
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024
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 240 29.9 30.4 30.4
Somewhat Agree 387 48.1 49.0 79.5
Somewhat
Disagree 136 16.9 17.2 96.7
Strongly Disagree 26 3.2 3.3 100.0
Total 789 98.1 100.0
Missing System 15 1.9
Total 804 100.0
025
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 271 33.7 34.3 34.3
Somewhat Agree 385 47.9 48.7 82.9
Somewhat
Disagree 109 13.6 13.8 96.7
Strongly Disagree 26 3.2 3.3 100.0
Total 791 98.4 100.0
Missing System 13 1.6
Total 804 100.0
026
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 243 30.2 31.0 31.0
Somewhat Agree 434 54.0 55.4 86.5
Somewhat
Disagree 99 12.3 12.6 99.1
Strongly Disagree 7 .9 .9 100.0
Total 783 97.4 100.0
Missing System 21 2.6
Total 804 100.0
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027
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Strongly Agree 120 14.9 16.3 16.3
Somewhat Agree 429 53.4 58.3 74.6
Somewhat
Disagree 165 20.5 22.4 97.0
Strongly Disagree 22 2.7 3.0 100.0
Total 736 91.5 100.0
Missing System 68 8.5
Total 804 100.0
028
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid No 34 4.2 4.3 4.3
Yes 758 94.3 95.7 100.0
Total 792 98.5 100.0
Missing System 12 1.5
Total 804 100.0
029
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid None 10 1.2 1.6 1.6
Associate 178 22.1 27.9 29.5
Bachelor's 327 40.7 51.3 80.7
Master's 117 14.6 18.3 99.1
Doctorate 6 .7 .9 100.0
Total 638 79.4 100.0
Missing System 166 20.6
Total 804 100.0
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Q30
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1954 1 .1 .2 .2
1958 2 .2 .3 .5
1960 1 .1 .2 .6
1962 1 .1 .2 .8
1965 2 .2 .3 1.1
1966 1 .1 .2 1.3
1968 3 .4 .5 1.8
1969 2 .2 .3 2.1
1970 9 1.1 1.5 3.6
1971 6 .7 1.0 4.5
1972 17 2.1 2.8 7.3
1973 9 1.1 1.5 8.7
1974 12 1.5 1.9 10.7
1975 15 1.9 2.4 13L1
1976 21 2.6 3.4 16.5
1977 12 1.5 1.9 18.4
1978 14 1.7 2.3 20.7
1979 13 1.6 2.1 22.8
1980 20 2.5 3.2 26.1
1981 10 1.2 1.6 27.7
1982 13 1.6 2.1 29.8
1983 14 1.7 2.3 32.0
1984 14 1.7 2.3 34.3
1985 18 2.2 2.9 37.2
1986 17 2.1 2.8 40.0
1987 20 2.5 3.2 43.2
1988 18 2.2 2.9 46.1
1989 16 2.0 2.6 48.7
1990 30 3.7 4.9 53.6
1991 11 1.4 1.8 55.3
1992 19 2.4 3.1 58.4
1993 18 2.2 2.9 61.3
1994 25 3.1 4.0 65.4
1995 22 2.7 3.6 68.9
1996 33 4.1 5.3 74.3
1997 17 2.1 2.8 77.0
1998 25 3.1 4.0 81.1
1999 25 3.1 4.0 85.1
2000 39 4.9 6.3 91.4
2001 25 3.1 4.0 95.5
2002 25 3.1 4.0 99.5
2003 3 .4 .5 100.0
Total 618 76.9 100.0
Missing System 186 23.1
Total 804 100.0
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Q31
Frequency Percent
Valid
Percent
Cumidative
Percent
Valid No 20 2.5 2.5 2.5
Yes 765 95.1 97.3 99.9
2 1 .1 .1 100.0
Total 786 97.8 100.0
Missing System 18 2.2
Total 804 100.0
031A
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1 30 3.7 4.1 4.1
2 88 10.9 12.1 16.2
3 158 19.7 21.6 37.8
4 211 26.2 28.9 66.7
5 145 18.0 19.9 86.6
6 62 7.7 8.5 95.1
7 15 1.9 2.1 97.1
8 8 1.0 1.1 98.2
9 2 .2 .3 98.5
10 4 .5 .5 99.0
11 1 .1 .1 99.2
12 2 .2 .3 99.5
15 2 .2 .3 99.7
20 1 .1 .1 99.9
1980 1 .1 .1 100.0
Total 730 90.8 100.0
Missing System 74 9.2
Total 804 100.0
133
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Q32
Frequency Percent
Valid
Percent
Cumulatve
Percent
Valid 1947 1 .1 .1 .1
1956 1 .1 .1 .3
1960 1 .1 .1 .4
1961 1 .1 .1 .5
1967 1 .1 .1 .7
1968 1 .1 .1 .8
1970 1 .1 .1 .9
1971 1 .1 .1 1.1
1973 1 .1 .1 1.2
1975 1 .1 .1 1.3
1976 2 .2 .3 1.6
1978 5 .6 .7 2.2
1979 2 .2 .3 2.5
1980 4 .5 .5 3.0
1981 2 .2 .3 3.3
1982 1 .1 .1 3.4
1983 5 .6 .7 4.1
1984 5 .6 .7 4.7
1985 9 1.1 1.2 5.9
1986 11 1.4 1.4 7.4
1987 7 .9 .9 8.3
1988 12 1.5 1.6 9.9
1989 11 1.4 1.4 11.3
1990 14 1.7 1.8 13.2
1991 26 3.2 3.4 16.6
1992 22 2.7 2.9 19.5
1993 17 2.1 2.2 21.7
1994 30 3.7 4.0 25.7
1995 40 5.0 5.3 31.0
1996 52 6.5 6.9 37.8
1997 58 7.2 7.6 45.5
1998 76 9.5 10.0 55.5
1999 65 8.1 8.6 64.0
2000 93 11.6 12.3 76.3
2001 91 11.3 12.0 88.3
2002 89 11.1 11.7 100.0
Total 759 94.4 100.0
Missing System 45 5.6
Total 804 100.0
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033
Frequency Percent
Va#d
Percent
Cumuhdive
Percent
Valid 28 1 .1 .1 .1
29 1 .1 .1 .3
30 1 .1 .1 .4
31 2 .2 .3 .6
32 3 .4 .4 1.0
33 4 .5 .5 1.5
34 5 .6 .6 22
35 9 1.1 12 3.4
36 6 .7 .8 4.1
37 5 .6 .6 4.8
38 16 2.0 2.1 6.8
39 13 1.6 1.7 8.5
40 22 2.7 2.8 11.4
41 18 2.2 2.3 13.7
42 26 32 3.4 17.0
43 29 3.6 3.7 20.8
44 37 4.6 4.8 25.5
45 34 4.2 4.4 29.9
46 41 5.1 5.3 35.2
47 58 7.2 7.5 42.7
48 46 5.7 5.9 48.6
49 48 6.0 6.2 54.8
50 60 7.5 7.7 62.6
51 45 5.6 5.8 68.4
52 44 5.5 5.7 74.1
53 42 5.2 5.4 79.5
54 27 3.4 3.5 83.0
55 35 4.4 4.5 87.5
56 20 2.5 2.6 90.1
57 11 1.4 1.4 91.5
58 12 1.5 1.5 93.0
59 12 1.5 1.5 94.6
60 10 12 1.3 95.9
61 8 1.0 1.0 96.9
62 1 .1 .1 97.0
63 3 .4 .4 97.4
64 5 .6 .6 98.1
65 3 .4 .4 98.5
66 4 .5 .5 99.0
67 1 .1 .1 99.1
68 1 .1 .1 99.2
69 1 .1 .1 99.4
75 2 .2 .3 99.6
78 1 .1 .1 99.7
84 2 2 .3 100.0
Total 775 96.4 100.0
Missing System 29 3.6
Total 804 100.0
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034
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Male 750 93.3 96.4 96.4
Female 28 3.5 3.6 100.0
Total 778 96.8 100.0
Missing System 26 3.2
Total 804 100.0
POSITION
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid Fire Chief 631 78.5 78.5 78.5
City Manager 173 21.5 21.5 100.0
Total 804 100.0 100.0
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PRODIFF
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid .00 32 4.0 6.7 6.7
1.00 31 3.9 6.5 13.2
2.00 29 3.6 6.1 19^
3.00 18 2.2 3.8 23 0
4.00 26 3.2 5.4 28 5
500 25 3.1 5.2 33.7
6.00 20 2.5 4.2 37 9
7.00 19 2.4 4.0 41.8
8.00 23 2.9 4.8 46.7
9.00 18 2.2 3.8 50.4
10.00 21 2.6 4.4 54.8
11 OO 13 1.6 2.7 57 5
12.00 15 1.9 3.1 60.7
13.00 16 2.0 3.3 64.0
14.00 18 2.2 3.8 67.8
15.00 19 2.4 4.0 71.8
16.00 16 2.0 3.3 75.1
17.00 12 1.5 2.5 77 6
18.00 14 1.7 2.9 80.5
19.00 7 .9 1.5 82 0
20.00 13 1.6 2.7 84.7
21.00 7 .9 1.5 86.2
22.00 8 1.0 1.7 87.9
23.00 8 1.0 1.7 89.5
24.00 9 1.1 1.9 914
25.00 12 1.5 2.5 93 9
26.00 10 1.2 2.1 96.0
27.00 10 1.2 2.1 98.1
28.00 2 .2 .4 98 5
29.00 2 .2 .4 99.0
33.00 1 .1 .2 99.2
35.00 2 .2 .4 99.6
39.00 1 .1 .2 99.8
48.00 1 .1 .2 100.0
Total 478 59.5 100.0
Missing System 326 40.5
Total 804 100.0
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APPENDIX 2 
SLmATTfLETTERS
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Dear Fire Fighting Professional;
Fire service has emerged from a purely hands on skill-building career to a sophisticated 
public service that deals not only with putting out fires, but also with the handling of 
hazardous materials and dealing with the many types of emergency medical situations 
that occur in a community. As our profession becomes more sophisticated, so does the 
process of evaluation of our work become more sophisticated. My name is Mark Rivero, 
not only am I a professional fire fighter, I am also a doctoral student at the University of 
Nevada, Las Vegas. I am conducting a study that will examine and analyze the 
accreditation process of fire departments in the Western United States.
Your participation in the survey is voluntary, and please be assured that all of your 
answers will be kept strictly confidential and entered into a database without recording 
your name or the numerical code found on the survey. The code is for mailing purposes 
only. Once your survey is returned, your responses are not linked to you, and the results 
will only be reported in the aggregate.
Please take approximately 10 minutes out of your busy schedule to complete the survey 
and return it in the enclosed envelope. Thank you for your help!
Sincerely,
Mark A. Rivero
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Dear City Manager Professional:
Fire service has emerged from a purely hands on skiU-building career to a sophisticated 
public service that deals not only with putting out fires, but also with the handling of 
hazardous materials and dealing with the many types of emergency medical situations 
that occur in a community. As our profession becomes more sophisticated, so does the 
process of evaluation of our work become more sophisticated. My name is Mark Rivero, 
not only am I a professional fire fighter, I am also a doctoral student at the University of 
Nevada, Las Vegas. I am conducting a study that will examine and analyze the 
accreditation process of fire departments in the Western United States.
Your participation in the survey is voluntary, and please be assured that all of your 
answers will be kept strictly confidential and entered into a database without recording 
your name or the numerical code found on the survey The code is for mailing purposes 
only. Once your survey is returned, your responses are not linked to you, and the results 
will only be reported in the aggregate.
Please take approximately 10 minutes out of your busy schedule to complete the survey 
and return it in the enclosed envelope. Thank you for your help!
Sincerely,
Mark A. Rivero
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APPENDIX 3
Respondent Characteristics
C rosstab
0 3 4
TotalMale Female
POSITION Fire Chief Count 507 19 616
% within POSITION 96.9% 3.1% 100.0%
City Manager Count 153 9 162
% within POSITION 94.4% 5.6% 100.0%
Total Count 750 28 778
% within POSITION 96.4% 3.6% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Exact Sig. 
(2-sided)
Exact Sig. 
(1-sided)
Pearson Chi-Square 2.258'= 1 .133
Continuity Correction® 1.602 1 .206
Likelihood Ratio 2.033 1 .154
Fisher's Exact Test .153 .106
Linear-by-Linear
Association 2.255 1 .133
N of Valid C ases 778
a Computed only for a 2x2 table
b 0  cells (.0%) have expected count less than 5. The minimum expected count is 
5.83.
G roup S ta tistics
POSITION N Mean Std. Deviation
Std. Error 
Mean
0 3 3  Fire Chief 614 48.48 7.181 .290
City Manager 161 49.43 6.203 .489
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Independent Sample# TesI
Levene's Test 
for Equality of 
Variances t-test for Equality of Means
Sig.
(2-tailed)
Mean Std. Error
95%  Confidence 
Interval of the
Difference
F Sip. t df Difference Difference Lower Upper
0 3 3  Equal variances 
assum ed 3318 .088 -1.529 773 .127 - .æ .619 j i i a .268
Equal variances 
not assum ed -1.G86 a a n e .097 -.95 368 -2.065 .172
Education and Promotions
C rosstab
0 2 8
TotalNo Yes
POSITION Fire Chief Count 26 601 827
% within POSITION 4.1% 96.9% 100.0%
City Manager Count 8 157 165
% within POSITION 4.8% 95.2% 100.0%
Total Count 34 758 792
% within POSITION 4.3% 95.7% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Exact Sig. 
(2-sided)
Exact Sig. 
(1-sided)
Pearson Chi-Square .157^ 1 .602
Continuity Correction® .032 1 .857
Likelihood Ratio .152 1 .697
Fisher’s  Exact Test .668 .414
Linear-by-Linear
Association .156 1 .693
N of Valid Cases 792
a- Computed only for a 2x2 table
b- 0  cells (.0%) have expected count less than 5. The minimum expected count is 
7.06.
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Q29 What degree do you bold?
so
50
40
30
20
10
p
1r a = f-
I#* J .UL w , a t".!.
None Associate Bachelor's M aster's Doctorate
0 2 9
Table of degrees held by fire chiefs:
Degree Percent Number
Bachelor’s 51% 255
Associate 30% 149
Master’s 16% 79
No Degree 2% 9
Doctorate 1% 6
Table of degrees held by city managers:
Degree Percent Number
Bachelor’s 51% 72
Master’s 27% 38
Associate 21% 29
No Degree 7% 1
Doctorate 0 0
C hl-SquareTe»*»
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 4 .009
Likelihood Ratio 14.416 4 .005
Linear-by-Linear
Association 8.129 1 .004
N of Valid Cases 638
a- 3  cells (30.0%) have expected count less than 5. The 
minimum expected count is 1.32.
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Q30. Date oflast degree (all respondents).
160
140
120 '
100
80
60
40 '
20
0
63
70
115
139
Std. Dev = 9.95 
Mean = 1968.3 
N = 618.00
1955.0 1965.0 1975.0 1985.0 1995.0 2005.0
1960.0 1970.0 1980.0 1990.0 2000.0
0 3 0
Q 3 0 . Date o f last degree (fire chiefs). 
POSITION: 1 Fire C hief
std. Dev •  9.91 
Mean = 1988.8 
N = 478.00
1955.0 1965.0 1975.0 1985.0 1995.0 2005.0
1960.0 1970.0 1980.0 1990.0 2000.0
0 3 0
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Q30. Date of last degree (city managers). 
POSITION: 2 City Manager
40
30
20
10
13
19
15
22
17
31
21
Std. Dev = 9.93 
(Wean = 1986.5 
N = 140.00
1960.0 1970.0 1980.0 1990.0 2000.0
1965.0 1975.0 1985.0 1995.0
Q 30
Q32. When did you get your last promotion?
500
400 414
300
200
197
100
Sid. Dev = 6.33 
Mean= 1996.2 
N  = 759.00
1945.0 1955.0 1965.0 1975.0 1985.0 1995.0
1950.0 1960.0 1970.0 1980.0 1990.0 2000.0
Q32
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Number of years with the Sre service.
Group Statistics
POSITION N Mean Std. Deviation
Std. Error 
Mean
01 Fire Chief 621 æ .9 0 7,150 387
City Manager 166 26.55 6322 .482
0 2 Fire Chief 623 25.40 6.888 3 76
City Manager 154 23.64 9.508 .766
Independent Samples T est
Levene's Test 
for Equality of 
Variances t-test for Eoualitv of Means
F Slfl. t df
Sig.
f2-taiied1
Mean
Difference
Std. Error 
Difference
95% Confidence 
Interval of the 
Difference
Lower Upper
01 Equal variances 
assumed 
Equal variances 
not assumed
1.556 3 1 3 Æ06
-.973
784
285.7
,365
.331
-.55
-.55
.612
.570
-1.755
-1.676
.647
.567
0 2  Equal variances 
assumed  
Equal variances 
not assumed
15.64 .000 2.610
2.157
775
194.5
.009
.032
1.76
1.76
.673
.814
.436
.151
3,078
3,363
Ql. How many years do you have with 
public service (all respondents)?
300
226
200
138
100
64 Sid. D m  = 6.98 
M ean <» 26.1 
N = 786.00
0.0  10.0 20 .0  30 .0  40 .0  50.0
5 .0  15 .0  2 5 .0  35 .0  45 .0  55 .0
01
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Q2 How many years do you have
with the 6re service?
300
200
143
100
62 a d .  D ev = 7.51 
M ean = 25.1 
N »  777.00
0.0 10.0 20.0 30.0 40.0 50.0
5 .0  15.0 25 .0  35 .0  45 .0  55 .0
Q2
Accreditation and Agency
POSITION * 0 3  Crosstabulation
0 3
TotalAlready In Process Considering
Not
considering
POSITION Fire Chief Count 110 74 280 139 833
% within POSITION 18.2% 123% 46.4% 23.1% 100.0%
City Manager Count 28 15 77 33 154
% within POSITION 18.8% 9.7% 50.0% 21.4% 100.0%
Total Count 138 89 367 172 757
% within POSITION 18.4% 11.8% 473% 22.7% 100.0%
Chi-Square Tests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 1.166" 3 .761
Likelihood Ratio 1.193 3 .755
Linear-by-Linear
Association .001 1 .876
N of Valid C ases 757
a. 0  cells (.0%) have expected count less than 5. The 
minimum expected count Is 18.11.
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Q4. What is the current accreditation status 
of your department?
50
30
23
I
already In P ro cess Considering Not considenng
Q3
POSITION; 1 Fire Chief POSITION:
a; 0
already In Process Considenng Not considenng
2 City Manager
40
1a
already In Process Consideréig Not cwisiderég
03 0 3
Q4. Accreditation is important to your agency.
C rosstab
C4
Strongly Somewhat Somewhat Strongly
Agree Agree Disagree Disagree Total
POSITION Fire Chief Count 242 2G0 94 28 624
% within POSITION 38Æ% 41.7% 15.1% 4.5% 100.0%
City Manager Count 51 83 23 8 165
% within POSITION 3oa% soa% 139% 4.8% 100.0%
Total Count 2S0 343 117 36 788
% within POSITION 37.1% 43.5% 14.8% 4.6% 100,0%
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Chi-Square Tests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 4.566® 3 .207
Likelihood Ratio 4.586 3 .205
Linear-by-Linear
Association 1.062 1 .308
N of Valid Cases 789
a- 0  cells (.0%) have expecW  count less than 5. The 
minimum expected count is 7.53.
POSITION:
Q4. Accreditation is important to your agency.
1 Fire Chief
StmrewtBt Agree Disayee
POSITION: 2 City Manager
40 42
§
Somewhat Disagree
40
I
S o m e ^ a t  O sagree
Somewhat Agree Strongty Dieayee
04 04
Q5. Accreditation is worth the time involved.
Crosstab
0 5
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree Total
POSITION Fire Chief Count 228 263 104 28 623
% within POSITION 36.6% 42.2% 16.7% 4.5% 100.0%
City Manager Count 52 88 22 3 165
% within POSITION 31.5% 53.3% 13.3% 15% 100.0%
Total Count 280 361 126 31 788
% within POSITION 35.5% 445% 16.0% 3.9% 100.0%
Chi-Square Tests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 7.864® 3 .049
Likelihood Ratio 8.227 3 .0<K
Linear-by-Linear
Association .261 1 .610
N of Valid C ases 788
a. 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 6.49.
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Q5. Accreditation is worth the time involved.
Strongly Agree Som ew nat Disagree
Somewhat Agree Strongly Disagree
0 5
POSITION:
What the survey reveals about the overall 
perceptions of accreditation.
1 Fire Chief
SomewŴ me StrwisSy Disayee
POSITION: 2 City Manager
50
40
30
20
to
§
0_ 0
40
S.
Somewhat A yee StrcNigty Disagree
05 05
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Financial Perception of Accreditation
Q6 Accreditation is worth the money involved.
C rosstab
0 6
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
175
28.2%
283
42.4%
138
22.3%
44
7.1%
620
100.0%
City Manager Count
% within POSITION
46
28.4%
71
43.8%
39
24.1%
8
3.7%
162
100.0%
Total Count
% within POSITION
221
28.3%
334
42.7%
177
22.6%
SO
6.4%
782
100.0%
C hi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-t^-Linear 
Association 
N of Valid C ases
2.561®
2.871
.446
TB2
3
3
1
.464
.412
.504
a. 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 10.36.
Q6. Accreditation is worth the money involved.
2 0 .
1 0 .
I
Strongly /^ r e e S om ew hat D isagree
S om ew hat A gree S trongly D isagree
0 6
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POSITION: 1 Fh* Chief
Somewhat Agee Ŝ of̂ Draagee
POSITION: 2 City Manager
50
4240
30
20
10
0
strongly Agree Sofnewtjat Disagree
SO
40
30
20
10
0
Somewhat Disagree
Somewtat Agree Stfwiÿy t^sagree
Q6 06
Q7. Accreditation will require additional funding 
for your department’s budget.
C rosstab
0 7
Strongly Somewhat Somewhat Strongly
Agree Agree Disagree Disagree Total
POSITION Fire Chief Count 329 214 63 9 615
% within POSITION 53.5% 34.8% 10.2% 1.5% 100.0%
City Manager Count 83 52 28 163
% within POSITION 50.9% 31.9% 17.2% 100.0%
Total Count 412 286 91 9 778
% within POSITION 53.0% 34.2% 11.7% 1.2% 100,0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 6.159" 3 .043
Likelihood Ratio 9.528 3 .023
Linear-by-Linear
Association 1.031 1 .310
N of Valid Cases 778
a. 1 ceils (12.5%) have expected count less than 5. The 
minimum expected count is 1.89.
152
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
POSITION:
Q7. Accreditation will require additional funding 
for your department's budget.
%
20
I
SomevWiat DisagreeStrongly Agree
Somewhat Agree Strongly Disagree
Q7 
1 Fire Chief POSITION: 2 City Manager
60
50
40
30
20
10
0
Disagree
Somewhat A ^ee Sfroô Oisasree
50
40
30
10
0
S tr o r ^  A ^ e  Somewhat Agree S«newhat Disagree
Q7 0 7
Q21. Your department maintains an adequate supply 
of material and equipment for training.
C rosstab
021
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Di^gree
Strongly
Disagree
POSITION Fire Chief Count 158 347 101 20 626
% within POSITION 25.2% 55.4% 16.1% 3.2% 1003%
City Manager Count 47 76 36 6 165
% within POSITION 28.5% 46.1% 21.8% 3.6% 100.0%
Total Count 205 423 137 26 7B1
% within POSITION 2sn% 53.5% 173% 3.3% 100.0%
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C M -SquareT e#*
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 5.188® 3 .150
Likelihood Ratio 5.117 3 .163
Linear-by-Linear
Association .256 1 .613
N of Valid Cases 791
3- 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 5.42.
Q21. Your department maintains an adequate supply 
of material and equipment for training.
60
50
26
I
a
Strongly Agree Som ew nat Disagree
Strongly Disagree
POSITION:
021
1 Fire Chief
POSITION: 2 City Manager
S.
Swnewiui
_
T 3 " i
lËTl;
z.L..... ^ __rl
SrwwAyee
a r a ^  Disagree
021
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Curriculum Perception and the
Accreditation Process
Q22 The training curriculum used by your department 
meets the need of your community.
C rosstab
Q22
Total
Strongiy
Agree
Somewhat
Agree
Somewhat
Disagree
Strongiy
Disagree
POSITION Fire Chief Count
% within POSITION
182
29.1%
365
SB.4%
66
10.6%
12
1.9%
625
100.0%
City Count 
Manager % within POSITION
71
43.0%
80
48.5%
14
8.5%
165
100.0%
Total Count
% within POSITiON
253
32.0%
445
56.3%
80
10.1%
12
1.5%
790
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 13.888" 3 .003
Likelihood Ratio 15.891 3 .001
Linear-t>y-Linear
Association 11.471 1 .001
N of Valid Cases 780
a 1 cells (12.5%) have expected count less than 5. The 
minimum expected count is 2.51.
Q22. The training curriculum used by your department 
meets the needs of your community.
POSITION: 1 Fir© Chief
70
60
58
50
40
30
20
10
0
Swnewhat Dtsagree
Somewhat Aff-ee S tro n g  Ksagree
POSITION; 2 City Manager
50
4340
30
20
10
0
A y ee Somewhat A ^ e e  Swnewhat Disagree
022 022
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Q23 Your department's training curriculum is
developed by well-trained instructors.
C rosstab
0 23
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSiTION
198
31 .8 *
323
51.8%
90
14.4%
12
1.9%
623
100.0%
City Manager Count
% within POSiTION
65
39.4%
78
47.3%
19
1 1 5 *
3
1.8%
166
100.0%
Total Count
% within POSITION
263
33.4%
401
50.9%
109
13.8%
IS
1.9%
788
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Linear 
Association 
N of Vaiid Cases
3.619®
3 .5 /S
2.881
788
3
3
1
306
.311
.090
a 1 cells (12.5%) have expected count less than 5. The 
minimum expected count is 3.14.
Q23. Your department’s training curriculum is 
developed by well-trained instructors.
a!
60
50
40
30
20
0
strongly Agree Som ew hat Disagree
Somewrfiat Agree Strongly Disagree
023
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POSITION; 1 FkeChief
Somewhat Agree
POSm ON: 2 CKy Manager
40
I
Somewhat Diss^ee
50
47
40
30
20
10
0
SomeviAiat D sa^ve
SwTWwtfflt Agree Strongiy Di»gree
023 0 23
Q24. Your department’s training curriculum is 
reviewed and updated on a regular basis
Crosstab
0 2 4
Strongly Somewhat Somewhat Strongly
Agree Agree Disagree Disagree Total
POSITION Fire Chief Count 175 318 110 21 624
% within POSITION 28.0% 51.0% 17.6% 3.4% 100.0%
City Manager Count 65 69 26 5 165
% within POSITION 39.4% 41.6% 15.8% 3.0% 100.0%
Total Count 240 367 136 26 788
% within POSITION 30.4% ^ .0% 17.2% 3.3% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 8.059® 3 .045
Likelihood Ratio 7.809 3 .050
Linear-by-Linear
Association 4.163 1 .041
N of Valid C ases 7 æ
a- 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 5.44.
157
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Q24 Your department's training cuniculum is
reviewed and updated on a regular basis.
60
50
49
40
30
20
10
0
Strongly Agree Somewhat Disagree
Somewhat Agree Strongly Disagree
Q24
POSITION; 1 Fire Chief
Sonwwtal Agree Stror̂ asâ e
POSITION: 2 City Manager
40
a
Somewhat Disagree
SO
30
20
%ea 0
Somewhat Agree Stmn^y Disagree
Q24
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Instructional StafGng and the 
Accreditation Process
Q 17. Current in house training staff are qualified.
C rosstab
0 1 7
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree Total
POSITION Fire Chief Count 204 327 76 14 621
% vrithin POSITION 32.9% 52.7% 12.2% 23% 100.0%
City Manager Count 68 75 20 2 165
% within POSITION 41.2% 45.5% 12.1% 1.2% 100.0%
Total Count 272 402 9 6 16 786
% within POSITION 34.6% 51.1% 12.2% 2.0% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 4.663® 3 .199
Likelihood Ratio 4.669 3 .198
Linear-by-Linear
Association 2.815 1 .093
N of Valid C ases 786
a- 1 cells (12.5%) have expected count less ttian 5. The 
minimum expected count Is 3.36.
Q 17. Current in house training stafiF are qualified.
60
50
40
30
20
10
0
Strongly Agree Som ew hat Disagree
Somewhat Agree Strongiy Disagree
Q17
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POSITION: 1 FimChW POSITION:
S o m e w h a t A g re e S l r a i ^  D isa g re e
2 City Manager
40
0
CL
50
30
20
10
0
S o m e w h a t
Swnewtat Agree S t r o n g  D isa g re e
Q17
Q18. Instructional staff should be licensed by the 
state’s Department of Education.
Crosstab
0 1 8
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count S3 140 256 172 621
% within POSITION 8.5% 22.5% 41.2% 27.7% 100.0%
City Manager Count 7 31 71 53 162
% within POSITION 4.3% 19.1% 43.8% 32.7% 100.0%
Total Count 80 171 327 225 783
% within POSITION 7.7% 21.8% 41.8% 28.7% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 4.985" 3 .172
Ukelihood Ratio 5.403 3 .146
Linear-by-Linear
Association 4.527 1 .033
N of Valid Cases 783
a. 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 12.41.
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Ql 8. Instructional stafTshould be licensed by the 
state's Department of Education.
50
40 42
30
20
10
r
0
strongly Agree Somewhat Disagree
018
Som ew hat Agree
POSITION: 2 City Manager
Strongly Disagree
50
40
30
20
10
0
Somewnat A sa g ee
Somewhat Strontfy Disagree
Q16
Q19. There is an adequate number of instructional
staff within your department
C ro sstab
0 1 9
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% wW n POSITION
81
13.0%
215
345%
237
38.0%
90
14.4%
623
100.0%
City Manager Count
% within POSITION
21
1Z7%
67
40.8%
45
27.3%
32
19.4%
186
100.0%
Total Count
% within POSITION
102
12.9%
282
368%
282
368%
122
15.5%
786
100.0%
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C hi-Square Temtm
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 7.662= 3 .064
Likelihood Ratio 7.782 3 .061
Linear-by-Linear
Association .006 1 .940
N of Valid C ases 788
a- 0  cells (.0%) have expected count less  than 5. The 
minimum expected count is 21.36.
Q19. There is an adequate number of instructional
Staff within your department.
10 «
CL
Strongly Agree Som ew hat Disagree
Somewhat Agree Strongly D isagree
Q19
P O S IT IO N : 1 F ire  C h ie f P O S IT IO N : 2  C ity  M an a g e r
40
I
Û.
Stronger Agree Somewrftat Disagree
Û.
50
30
20
10
Somewhat Disayee
Somewhat Agree Stronÿy Osagree Somewhat Agnre Stror̂  Disasp-ee
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Training and the Accreditation Process
Q20. Your instructional staff attends training 
seminars to maintain certifications.
Crosstab
0 2 0
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
198
31.6%
296
47.1%
111
17.7%
22
3.5%
626
100.0%
City Manager Count
% within POSITION
58
35.2%
74
44.8%
22
13.3%
11
6.7%
i æ
100.0%
Total Count
% within POSITION
S 6
32.4%
369
46.6%
133
16.8%
33
4.2%
791
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Linear 
Association 
N of Valid C ases
5 Z 3 "
4.991
.052
791
3
3
1
.154
.172
.819
a. 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 6.88.
Q20. Your instructional staff attends training 
seminars to maintain certifications.
30
1
a
Somewhat Disagree
S o m e v ^ t  Agree Strongly Disagree
Q20
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POSITION: 1 Fire Chief POSITION: 2 CÊyMfmgmr
Strongly A yee Swnewhat Disayee
Sfflnewhat Agree Strontfy Disagree
40
I<1
S om eeW  Disagree
SomewW Agree a ro n s ^  Disagree
Q25. Your department’s training curriculum 
addresses the needs for technical 
and/or specific rescues.
Crosstab
0 2 5
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
204
32.6%
307
48.0%
93
14.9%
22
3.5%
626
100.0%
City Manager Count
% within POSITION
57
40.6%
78
47.3%
16
9.7%
4
2.4%
i œ
100.0%
Total Count
% within POSITION
271
34.3%
385
48.7%
109
13.8%
26
3.3%
791
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Linear 
Association 
N of Valid Cases
5,529®
5.684
5.191
791
3
3
1
.137
.128
.023
a- 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 5.42.
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POSITION;
Q25. Your department's training curriculum addresses 
d&B needs for technkakuKUbr 
speciAc rescues
3 0 .
1
Strongly Agree Somewhat D isagree
Somewhat ̂ r e e Strongly Disagree
0 2 5  
1 Fire Chief POSITION: 2 City Manager
80
50
40
30
20
10
0
50
40
30
20
10
0
Somewtst Owa^ee
Sonwwtet ^ r e e S tro n g  Disagree Somewhat A yee S r o f ^  Disagree
025 025
Q8. Accreditation will make your 
department more qualified.
C rosstab
0 8
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count 143 274 150 52 619
% within POSITION 23.1% 443% 243% 8.4% 100.0%
City Manager Count 38 73 36 14 161
% within POSITION 23.8% 46.3% 22.4% 8.7% 100.0%
Total Count 181 347 186 66 780
% within POSITION 23.2% 445% 23.8% 85% 1008%
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CM-SquamTe**»
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square .248= 3 .969
Likelihood Ratio 251 3 .969
Linear-by-Linear
Association .052 1 818
N of Valid Cases 780
3' 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 13.62.
Q8 Accreditation will make your
department more qualified.
POSITION:
50
40
30
20
10
0
Strongly Agree Somewhat Disagree
Somewhat Agree Strongly D isagree
0 8
1 Fire Chief
Somewhal Agree Straigiy i3i»asree
POSITION: 2 CËy Manager
50
40
30
20
10
0
SO
40
30
20
10
0
Swnewhal ^ s a ^ e e
Somevrftst Aipse S t r a ^  Disagree
Q 8 0 8
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Q15. Accreditation will require your department to 
add training and instructional staS
C rosstab
0 1 5
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
120
19.6%
. 240  
39.2%
223
36.4%
30
4.9%
613
100.0%
City Manager Count
% within POSITION
28
17.5%
50
31.3%
67  
41 a%
15
9.4%
160
100.0%
Total Count
% within POSITION
148
19.1%
290
37.5%
280
37.5%
45
5.8%
773
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Linear 
Association 
N of Valid Cases
7.799'
7.375
4.883
773
3
3
1
.050
.061
.027
a 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 9.31.
Q15. Accreditation will require your department to 
add training and instructional stafif.
30
strong ly  A gree S o m ew n at D isagree
S om ew hat A gree Strongly D isagree
Q1S
167
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
POSITION: 1 Fire Chief
Somewhat Ayee Strongly Osagree
Q 1 5
POSITION: 2 City Manager
50
3 0
20
10
0
Somewhat Disagree
a
50
40
30
20
10
Somewtet Ksagree
Somewtat̂ ee
Q 16. All certifications and training received 
by your agency are equal.
Stronÿy Disagree
C rosstab
0 1 6
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
41
6.8%
171
28.3%
258
42.6%
135
22.3%
605
100.0%
City Manager Count
% within POSITION
9
5.7%
44
27.8%
64
40.5%
41
%.9%
158
100.0%
Total Count
% within POSITION
50
6.6%
215
28.2%
322
42.2%
176
23.1%
763
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 1.084® 3 ,781
Likelihood Ratio 1.073 3 .784
Linear-by-Linear
Association .651 1 .420
N of Valid C ases 763
a 0  cells (.0%) have expected count less  than 5. The 
minimum expected count is 10.%.
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Q 16. AH certiGcations and training received 
by your agency are equal.
40*
I
strongly Agree Som ew nat Disagree
Somewhat Agree Strongly Disagree
0 16
POSITION: 1 Fire Chief POSITION: 2 City Manager
30
S
S.
Somewhat DiMyee
50
40
30
20
0
Somewmn Disagree
Somewtat Agree SBWKftfDisâ Somewtat Agree Strongly D»asre«
016
Perceived Benefits 
Q26 The on site, or peer evaluation is an 
effective evaluation tool.
Crosstab
0 2 6
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count 185 380 79 5 619
% within POSITION 2Ba% 56.5% 12.8% .8% 100.0%
City Manager Count 58 84 20 2 164
% within POSITION 36.4% 51.2% 12.2% 1.2% 100.0%
Total Count 243 434 98 7 783
% within POSITION 31.0% 56.4% 12.6% .9% 100.0%
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Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 2196" 3 .533
Likelihood Ratio 2.151 3 .542
Linear-by-Linear
Association .794 1 .373
N of Valid Cases 783
3- 1 cells (12.5%) have expected count less than 5. The 
minimum expected count Is 1.47.
Q26. The on site, or peer evaluation is an 
effective evaluation tool.
60
50
40
30
20
10
0
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Q27 The selection of the on-site evaluation 
members is based on standard criteiia.
C rosstab
027
Total
Strongly
Agree
Somew/hat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
97
16.7%
333
57.4%
135
23.3%
15
2.6%
580
100.0%
City Manager Count
% within POSITION
23
14.7%
96
61.5%
30
19.2%
7
4.5%
156
100.0%
Total Count
% within POSITION
120
16.3%
429
58.3%
i œ
22.4%
22
3.0%
736
100.0%
C hi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Linear 
Association 
N of Valid C ases
3038=
2.932
.075
736
3
3
1
.386
.402
.784
a- 1 ceils (12.5%) have expected count less than 5. The 
minimum expected count Is 4.66.
Q27. The selection of the on-site evaluation members 
is based on standard criteria.
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Q9. Accreditation will make your 
department more prepared.
C rosstab
0 9
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fine Chief Count
% within POSITION
197
31.9%
230
40.5%
139
22.5%
32
5.2%
618
100.0%
City Manager Count
% within POSITION
52
31.9%
72
44.2%
30
18.4%
9
5.5%
163
100.0%
Total Count
% within POSITION
24B
31.9%
322
41.2%
169
21.6%
41
5.2%
781
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Llnear 
Association 
N of Valid C ases
1.467"
1.489
.203
781
3
3
1
.602
.685
.663
a. 0  cells (.0%) have expected count less than 5. The 
minimum expected count is 8.56.
172
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Q9. Accreditation will make your
department more prepared.
40
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QIO. Accreditation encourages quality improvement 
through self- assessment and peer evaluation.
C rosstab
QIC
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count 305 261 54 4 624
% within POSITION 48a% 41.8% 8.7% .8% 100C%
City Manager Count 89 62 9 4 164
% within POSITION 54.3% 37.8% 5.5% 2.4% 1008%
Total Count 384 323 63 8 788
% within POSITION 50.0% 41.0% 8.0% 1.0% 100.0%
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QIO. Accreditation encourages quality improvement 
through self-assessment and peer evaluation.
60
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Somewhat Agree Strongly Disagree
QIO
POSITION: 2 City Manager
40
I
Somewhat Disagree
Somevrfat̂ ee Strof̂  (^yee
QIC
Q11. Accreditation will provide detailed evaluation 
of your department and the services 
it delivers to the community.
C rosstab
O il
Strongly Somewhat Somewhat strongly
Agree Agree Disagree Disagree Total
POSITION Fire Chief Count 314 244 60 5 623
% within POSITION 50.4% 39.2% 9.6% .8% 100.0%
City Manager Count 83 66 10 5 164
% within POSITION 90.6% 40.2% 6.1% 3.0% 100.0%
Total Count 397 310 70 10 787
% w*hln POSITION 50.4% 39.4% sn % 1.3% 100.0%
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C N -SquareT w *»
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 7.017" 3 .071
Likelihood Ratio 6.190 3 .103
Linear-by-Linear
Association .015 1 .903
N of Valid Cases 787
3- 1 cells (12.5%) have expected count less than 5. The 
minimum expected count is 2.06.
Qll . Accreditation will provide detailed evaluation 
of your department and the services 
it delivers to the community.
POSITION;
40
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Sirongiy A gree S o m ew n at D isagree
S om ew hat A gree S trongly D isagree
Q11 
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Q12. Accreditation is a good form of
public relations.
C rosstab
Q12
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count
% within POSITION
186
30.0%
319
51.5%
108
17.4%
7
1.19k
620
100.0%
City Manager Count
% within POSITION
46
27.4%
96
58.5%
20
12.2%
3
1.8%
164
100.0%
Total Count
% within POSITION
231
29.5%
415
52.9%
128
16.3%
10
1.3%
784
100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 
Likelihood Ratio 
Linear-by-Linear 
Association 
N of Valid C ases
4.185®
4.274
.041
784
3
3
1
.2 ^
.233
.839
a- 1 cells (12.5%) have expected count less than 5. The 
minimum expected count is 2.09.
Q12. Accreditation is a good form of 
public relations.
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Q13. The accreditation process is good for 
identifying areas of weakness.
C rosstab
Q13
Total
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count 324 250 41 5 620
% within POSITION 52.3% 403% 6.6% .8% 100.CKf.
City Manager Count 80 15 8 1 164
% within POSITION 48.8% 45.7% 4.9% .6% 100.0%
Total Count 404 325 49 6 784
% within POSITION 51.5% 41.5% 6.3% .8% 100.0%
Chi-Square T ests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 1.910® 3 .591
Likelihood Ratio 1.934 3 .586
Linear-by-Linear
Association .057 1 .812
N of Valid C ases 784
a. 2  cells (25.0%) have expected count less than 5. The 
minimum expected count is 1.26.
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Q13. The accreditation process is good for 
identifying areas of weakness.
5 0 -
1
Strongly Agree Somewnat Disagree
Som ew hat Agree Strongly Disagree
0 1 3
POSITION; 2 City Manager
60
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4S
46
40
30
20
10
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Somewnat Disagree
Somewhat Agree Strongty Disagree
012
Q14. Accreditation is good for identifying 
the quality of achievements.
C rosstab
0 1 4
ToW
Strongly
Agree
Somewhat
Agree
Somewhat
Disagree
Strongly
Disagree
POSITION Fire Chief Count 214 315 88 4 621
% within POSITION 345% 50.7% 14.2% .6% 1005%
City Manager Count S3 91 19 1 164
% within POSITION 32.3% 565% 11.6% .8% 100.0%
Total Count 267 406 107 5 785
% within POSITION 34.0% 51.7% 13.6% .6% 100.0%
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Chi-Square T ests
Value df
Asymp, Sig. 
(2-sided)
Pearson Chi-Square 1.383^ 3 ,710
Likelihood Ratio 1.401 3 .705
Linear-by-Linear
Association .007 1 .982
N of Valid C ases 785
3- 2  cells (25.0%) have expected count less than 5. The 
minimum expected count Is 1.04.
Q14. Accreditation is good for identifying 
the quality of achievements.
20
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